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Abstract 
 This study is based upon Bass and Riggio’s (2006) Augmentation Model on 
Transactional and Transformational Leadership, in which this quantitative study sought to 
identify the amount of variance in police officer job satisfaction and organizational commitment 
that can be explained by police chiefs’ transformational leadership behaviors above and beyond 
the influence of transactional behaviors.  A total of 166 police officers were surveyed in five 
central New Jersey police departments in relation to their job satisfaction and organizational 
commitment, as well as the leadership behaviors in which their police chiefs engaged, utilizing 
Bass and Avolio’s (2004) Multifactor Leadership Questionnaire (MLQ-5X).  This researcher 
then used a simultaneous multiple regression analysis to test Bass and Riggio’s (2006) Model 
within the sample group.  The results of this study provide researchers with a replicable method 
of research with which to examine Bass and Riggio’s (2006) Augmentation Model.  It will also 
provide practitioners and police leaders with actionable guidance on leadership behaviors that 
can positively influence police officers’ job satisfaction and organizational commitment within 
their communities and the field of law enforcement.  
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CHAPTER I 
INTRODUCTION 
People have so many misconceptions about leadership.  When they hear that 
someone has an impressive title or an assigned leadership position, they assume 
that he/she is a leader.  Sometimes that’s true.  But titles don’t have much value 
when it comes to leading.  True leadership cannot be awarded, appointed or 
assigned.  It comes only from influence, and that can’t be mandated.  It must be 
earned.  The only thing a title can buy is a little time – either to increase your 
level of influence with others or to erase it. 
            — John C. Maxwell  
 
Issues in police leadership have been written about and discussed for over 175 years, 
dating back to Sir Robert Peel, who assisted in establishing the London Metropolitan Police Act 
of 1829 in England.  Peel fought for more than 30 years to improve law enforcement in his 
country and was eventually able to convince Parliament to create the first “modern” police 
department in the city of London.  (Walker & Katz, 2013; Peak & Glensor, 1999).  With the 
dawn of the “industrial revolution,” there was a marked growth in population, wealth, and 
expansion of towns and cities.  With that came more stress upon social, cultural and economic 
aspects of the country, which in turn led to a rise in opportunities to commit crimes.  Peel’s 
philosophy of  “modern” policing was based on three core elements: mission, strategy, and 
organizational structure to address the societal concerns in reducing crime (Walker & Katz, 
2013).   
In the 1830s and 1840s, many American cities had major riots and disturbances as a 
result of economic disparities, moral issues, and differences between ethnic groups in places like 
Boston, Philadelphia, New York, and Detroit.  These “melting pot” cities were not prepared to 
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handle the influx of immigrants from various cultures and religions who descended upon them 
from throughout the world.  The Colonial Era of law enforcement (sheriffs, constables, and 
watches) was crumbling under the impact of this urbanization, industrialization, and immigration 
(Walker & Katz, 2013).  As a result of these social and political changes, several larger cities 
throughout the United States slowly moved to create their own organized law enforcement 
agencies based on Peel’s London model.  Cities in the northeast, specifically Philadelphia, 
Boston, and New York, were some of the first to try to develop a formalized division of police 
within their city government.  Many of these police departments in what became known as the 
“Political Era of American Policing, 1830-1900” were ineffective and inefficient (More et al., 
2006; Walker & Katz, 2013).  These organizations were troubled by corruption, violence, and 
discrimination (More et. al., 2006; Walker & Katz, 2013).  These issues permeated through the 
ranks of the “Political Era” police departments and oftentimes the chief or commissioner was 
embedded in these behaviors and ideologies.  There were, however, individuals who attempted to 
address these behaviors through strong leadership traits and principles during this period.  Before 
he became president, Theodore Roosevelt had a vested interest in law enforcement leadership as 
he served as the Commissioner of the New York City Police Department from 1895 to 1897 and 
was a pioneer in police professionalism and leadership.  Andrews (2006) writes as follows: 
An iron-willed leader of unimpeachable honesty, Theodore Roosevelt brought a 
reforming zeal to the New York City Police Commission in 1895. Although some of his 
reforms were undermined by later Tammany regimes, Roosevelt set the standard for the 
modern NYPD. He and his fellow commissioners established a new set of disciplinary 
rules, reorganized the Detective Bureau and adopted the Bertillon system, a precursor of 
fingerprinting that identified criminals by the measurements of their bone structures. 
 
 
3 
Roosevelt created a bike squad to police New York's growing traffic problems, started a 
school of pistol practice, began regular inspections of firearms and instituted annual 
physical exams.  In his two years as president of the Police Commission, Roosevelt saw 
some 1,600 new recruits appointed not on the basis of political affiliation but solely for 
their physical and mental qualifications. He opened admission to the department to ethnic 
minorities and hired the first woman, Minnie Gertrude Kelly, to work in police 
headquarters. He established the first police meritorious service medals, promoting the 
idea of policing as an ethical and honorable profession. Prompted by Jacob Riis, who had 
written about the horrible conditions for indigents sleeping in precinct basements, 
Roosevelt shut down the police hostelries, and a Municipal Lodging House was 
established by the Board of Charities.    
American policing underwent a dramatic change in the 20
th
 century.  The two principal 
forces for change were an organized movement for police professionalism and the introduction 
of modern technology, particularly the telephone and the patrol car (Walker & Katz, 2013).  This 
timeframe of police history, known as the “Professional Era” or “Reform Era,” extended from 
around 1900 through the early 1960s (More et al., 2006; Walker & Katz, 2013).  “This 
movement established crime control as the primary police function, considerably changing the 
role of the police, and administrators sought to enhance their own organizations and professional 
status by narrowing their functions and creating specialized units” (More et al., 2006).   
If Sir Robert Peel was the father of the modern police, August Vollmer was the father of 
American police professionalism and, more than any other person, defined the reform agenda 
that continues to influence policing today (Walker & Katz, 2013).  Vollmer served as Chief of 
Police in Berkeley, California, for many years in addition to a brief post as Chief with the Los 
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Angeles Police Department in 1923-1924.  He sought to change the roles of police leaders and 
police officers within their communities by expanding their reach to deal with more complex 
issues that are similar to today’s concept of problem-oriented policing.  Vollmer felt that 
traditional institutions and practices were no longer adequate for a modern and complex 
industrial society (Peak & Glensor, 1999).  One of the most famous research reports conducted 
during this time was the Wickersham Commission released in 1931 with the Report on Police 
(one of 14) primarily authored by Vollmer, in which the commission published reports on a 
variety of police practices to include recommendations on improving police professionalism and 
leadership concepts.   The Wickersham Report inspired a new generation of police administrators 
who made efforts to professionalize the police (Roberg et al., 2002; Walker & Katz, 2013).   
During this time period, police agencies borrowed modern management principles from 
business administration and applied them to policing.  O.W. Wilson, who was Vollmer’s most 
famous protégé and Police Chief in Wichita, KS (1928 – 35), Dean of USC Criminology (1950 – 
60) and Superintendent of Chicago Police (1960 – 67), wrote a textbook, Police Administration, 
which became the unofficial bible on the subject in the 1950’s (Fyfe, et.al, 1997). 
During the 1960s, the police were involved in the center of several national controversies 
and Supreme Court decisions that changed the way in which policing methods were conducted.  
Landmark cases such as Miranda v. Arizona and Mapp v. Ohio still hold constitutional standard 
today relative to suspect questioning and search and seizure laws.  Another challenge faced by 
law enforcement leaders and officers during the 1960s was the civil rights movement, which 
brought increased racial tension throughout the country and a direct impact on the police, who 
were mostly White during this time.  Tensions between the police and the African American 
community finally exploded in a nationwide wave of riots between 1964 and 1968.  Many riots 
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were sparked by an incident involving the police (Walker & Katz, 2013).  Most of these 
incidents occurred in major cities, but there were many in smaller communities throughout the 
country as well.  Civil rights leaders demanded that more African American and minority 
officers be hired in addition to developing citizen review boards to investigate police 
misconduct.  By the end of the decade, although the riots had stopped, relations between the 
police and minority communities remained tense.   
The American police changed significantly from the 1970s to the present.  The 
characteristics of officers changed dramatically, officers worked in a very different 
organizational environment, and new ideas about the police role emerged (Walker, 1994).  
Starting in the late 1960s and into the mid 1970s, an explosion of police research began, 
producing a substantial body of knowledge about patrol work, criminal investigation, police 
officer attitudes, and other important aspects of policing (Walker & Katz, 2013).  According to 
Peak and Glensor (1999), five national studies looked into police practices during this era, each 
with a different focus: The President’s Commission on Law Enforcement and the Administration 
of Justice (1967), The National Advisory Commission on Civil Disorders (1968), The National 
Advisory Commission on the Causes and Prevention of Violence (1969), The President’s 
Commission on Campus Unrest (1970), and the National Advisory Commission on Criminal 
Justice Standards and Goals (1973). Police administrators became more willing to challenge 
traditional assumptions and beliefs and to open the door to researchers.  That willingness to 
allow researchers to examine traditional methods led to the growth and development of two 
important policing research organizations, the Police Foundation and the Police Executive 
Research Forum (PERF) (Peak & Glensor, 1999, p. 14).  Much of the research during this time 
was federally funded by the Law Enforcement Assistance Administration (LEAA, 1968-1976), 
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then by the National Institute of Justice (NIJ), which has contributed to the growing body of 
knowledge within the criminal justice system (Roberg et al., 2002; Peak & Glensor, 1999).   
Police leaders and their officers were provided a wide array of data from these studies, 
most of which dealt with police response to crimes or patrol procedures and their impact on 
offender arrests or reduction of crime rates.  Some studies did find that officers’ attitudes and 
behaviors are shaped by the nature of their work, including culture of the organization, and not 
by their personal background characteristics such as education or race (Skolnick, 1994).  This is 
where strong leadership from the law enforcement executive, as well as from command staff 
members, can play a key role in shaping the success and attitudes of the officers under their 
command. 
During the 1980s and into the 1990s, many police administrators were moving toward the 
concepts of Community Orientated Policing (COP) and Problem Orientated Policing (POP) 
within their communities.  These policing philosophies were developed in response to 
problematic policing practices of the 1960s and 1970s.  Community policing strategies were 
brought about to organize the community and to provide a collective response to crime that could 
become the cornerstone of community crime prevention activities by establishing goals based 
upon partnership, empowerment, problem solving, accountability, and customer orientation 
(Peak & Glensor, 1999; Roberg et al., 2002; Hess et al., 2014).  A key element of this philosophy 
from a leadership perspective is the ability to empower rank-and-file officers with more decision 
making freedom in how they handle calls for service and any other particular problems they 
encounter on the job.  Problem-orientated policing was similar to community-orientated policing 
but had the approach of identifying specific problems and developing innovative responses to 
each one.  According to Hess et al. (2014), this emphasis on strategy is one of the main features 
 
 
7 
that distinguishes POP from COP, whereupon COP is a guiding philosophy and holistic approach 
to policing and POP is a strategy for solving problems (p. 22).  Depending on the community  
which was being served, many police leaders advocated for their agencies to move in one of 
these particular directions to build community relations and officer support in addition to solving 
problems in an effort to reduce crime (Peak & Glensor, 1999).   
Several of the aforementioned issues that have been presented still impact this country as 
we have moved into the 21
st
 century and have a direct impact on law enforcement and the 
communities they serve.  Ethnic and race relations amongst Americans still develop controversy 
in the media and are oftentimes centered on a specific police action or involvement.  
Industrialization has been replaced with advancements in the “technological age,” whereupon 
video recordings take place just about everywhere and of everyone, bringing constant scrutiny to 
police officer actions.  Financial instability at all levels of government and the theory of “do 
more with less” has affected the nation for most of the past decade.  Police officers and police 
leaders need to be cognizant of these issues and challenges in order to be prepared to face them 
when encountered in their own communities.  As Morreale (2002) writes, the modern police 
officer wears many hats and fulfills many of society’s roles, including medic, psychologist, 
marriage counselor, educator, and mediator.  Consequently, police officers are required to have a 
high level of organizational commitment not generally expected of most other jobs or 
professions.  The management and leadership of these organizations must identify the needs of 
their community and provide direction and vision for the public service entities they manage and 
lead.    
Leadership in police organizations is a critical part of the managerial process and 
oftentimes one of the most difficult tasks law enforcement executives face.  In an effort to find a 
 
 
8 
balance in meeting the needs of their officers, political leaders, and the communities in which 
they serve, police chiefs must develop a leadership style that suits the interest of all these 
stakeholders in order to be successful at the job.  As the policing profession moves forward, it is 
vitally important for police leaders to build upon their organizations and seek to develop the 
supervisors and police officers under their command to be strong leaders themselves.  Studies 
specifically examining police chief leadership have demonstrated varying styles (Kapla, 2005; 
Krimmel & Lindenmuth, 2001; Stamper, 1992).  Sarver and Miller (2014) write that the 
traditional leadership style approach of a police chief has generally been seen as authoritative 
and militaristic; however, a more open-minded group of chiefs have changed their leadership 
styles dramatically (Denhardt, 1993), and more recent research has found that the 
transformational leadership style was one of the most favored styles for police chiefs (Kapla, 
2005; Morreale, 2003; Singer & Singer, 1990).     
Several studies have been conducted over the years in an attempt to gauge what 
leadership theories work best in the law enforcement profession, including Burns and Bass’ 
concepts of transactional and transformational leadership models, primarily using the Full Range  
Leadership model advanced by Bass and Riggio (2003).  Many of the studies have used a 
quantitative approach by conducting surveys utilizing the Multifactor Leadership Questionnaire 
(MLQ-5X) designed by Bass and Avolio (1998). 
James McGregor Burns (1978) was a pioneer in leadership research and developed the 
concept of transforming leaders in his book Leadership.  He developed the idea that transforming 
leadership is idealized in the sense that it is a moral exemplar of the working environment and 
occurs when leaders and followers raise one another to higher levels of motivation and morality.  
Burns’ (1978) contribution to the study of leadership combines elements of both trait and 
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behavioral theories.  He describes two types of leaders—transactional and transformational—
based on how leaders and followers influence each other (Roberg et al., 2002).  Burns (1978) 
states that relations of most leaders and followers are transactional—leaders approach followers 
with an eye to exchanging one thing for another, and transformational leadership, while more 
complex, is more potent and describes a leader who recognizes and exploits an existing need or 
demand of a potential follower (p. 4).    
Although the theory of transformational leadership was developed by Burns in his book 
Leadership (1978), it was expanded upon by Bernard Bass in his text, Leadership and 
Performance beyond Expectations, who expanded upon the original concepts posited by Burns 
by broadening the terms transformational and transactional leadership in relation to leadership 
behaviors.  Bass also developed the concept of the four “I’s,” which he relates to leadership 
traits, including idealized influence (charisma), individualized consideration, intellectual 
stimulation, and inspirational motivation.  These concepts brought forth the Full Range 
Leadership Model that measures three different styles of leadership to include transformational, 
transactional, and laisse-faire.  Within this model, Bass’s (1985) theory was that leaders tend to 
engage in most, if not all, of the Full Range Leadership behaviors, and the most effective leaders 
tend to engage in transformational behaviors more frequently than transactional behaviors.  
Being that both types of behaviors are commonly engaged in by organizational leaders, it is 
important to examine the relative impact all of the behaviors described in the Full Range 
Leadership Model in the law enforcement setting to determine which behaviors are most 
effective in bringing about sustainable changes in the field of policing as we encounter 
significant challenges moving forward in the 21
st
 century.      
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Job satisfaction and organizational commitment studies have been conducted for more 
than a century in an attempt to gauge these variables in the work setting.  From the early efforts 
of Max Weber and Frederick Taylor to more modern theories developed by Abraham Maslow, 
Frederick Herzberg, B. F. Skinner, Victor Vroom, and Douglas MacGregor, these theories have 
been studied in a variety of fields, including law enforcement.  A detailed analysis of these 
theories which encompass both transformational and transactional qualities are discussed in this 
study along with their relevance to as well as their impact on the field of law enforcement in 
relation to job satisfaction and organization commitment.         
Statement of the Problem 
 Police leadership in relation to job satisfaction and organizational commitment is a 
difficult phenomenon to measure.  Many police officers become disenchanted with their choice 
of profession within a few years of starting their career.  There are several factors that lead to 
this, which include limited opportunities, internal and external stressors such as in-house politics, 
threat of danger, traumatic work experiences and community relations as well as personal 
matters such as boredom and marital issues (Walker & Katz, 2013; More et al., 2006).  
Lasiewicki (2007, p. 10) writes, “A loss of employees’ satisfaction frequently leads to 
organizational pathologies that include compensatory losses in productivity, aberrant or deviant 
behavior, and turnover” (Cooper & Sawaf, 1998; Scott, 2003; Whisenhand & Ferguson, 2002).  
One of the key issues affecting these variables is the leadership capabilities displayed by the 
chief executive (Chief/Director) of the law enforcement agency and his/her ability to lead and 
develop personnel, allocate resources, and improve overall working conditions.  A strong leader 
and support system at the top of the hierarchical organizational table could possibly reduce some 
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of these factors and provide a better ratio of job satisfaction and commitment to the organization 
by his/her officers.   
Within the Augmentation Model of Transactional and Transformational Leadership, Bass 
and Riggio (2006) posit that a combination of transactional and transformational leadership 
behaviors result in heightened motivation to designated outcomes (extra effort) on the part of 
subordinates, leading to performance beyond expectations.  Essentially, transactional practices 
provide the foundation on which transformational behaviors can be added to bring about 
exceptional performance (Kieres, 2012).  Transformational leadership helps followers grow and 
develop into leaders by responding to individual followers’ needs, empowering them, and 
aligning the objectives and goals of the individual followers, the leader, the group, and the larger 
organization (Basso & Riggio, 2006).  Transactional leadership emphasizes the transaction or 
exchange that takes place among leaders, colleagues, and followers that discusses the exchange 
that is required and specifies the conditions and rewards received by others for fulfilling those 
requirements (Basso & Riggio, 2006).        
Transformational, transactional, and laissez-faire leadership theories have been 
researched in a number of various organizational settings (Bass, 1985).  The Multifactor 
Leadership Questionnaire 5X (MLQ-5X) was developed with the specific purpose of measuring 
effective leadership in military, government, educational, religious, service, and volunteer 
organizations (Bass & Avolio, 2000).  Several studies within law enforcement have been 
conducted utilizing the Multifactor Leadership Questionnaire 5X survey, as it has been deemed a 
valid and reliable measurement tool (see Table 2, p.85).  According to Andreescu and Vito 
(2014), studies of police leadership have increased significantly in recent years, many of which 
have been focused on specific characteristics, performance styles, and the challenges which 
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leaders have to face when in managerial positions (p. 568).  This study proposes a shift in focus, 
through exploratory research to determine whether a police chief’s transformational leadership 
behaviors impact police officers’ job satisfaction level or commitment to his/her organization. 
Purpose of the Study  
 The purpose of this study was to identify the amount of variance in police officer job 
satisfaction and organizational commitment that can be explained by police chiefs’ 
transformational leadership behaviors beyond the influence of transactional behaviors.  The 
results are intended to provide limited empirical support for Bass and Riggio’s (2006) 
Augmentation Model of Transactional and Transformational Leadership in the field of law 
enforcement. 
Primary Research Question 
Beyond that of transactional leadership practices, what, if any, impact do police chiefs’ 
transformational leadership behaviors have on police officers’ job satisfaction and organizational 
commitment? 
Subsidiary Research Questions 
1. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of idealized influence as a practice have on  
police officers’ job satisfaction and organizational commitment? 
2. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of individualized consideration as a practice have 
on police officers’ job satisfaction and organizational commitment? 
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3. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of inspirational motivation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
4. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of intellectual stimulation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
Significance of the Study 
 This study sought to identify how the transformational leadership traits displayed by 
police chiefs impact police officers’ job satisfaction and organizational commitment.  Police 
leaders, at all levels, must be knowledgeable about the work their subordinates perform and are 
oftentimes the most influential persons in the agency (Hess et al., 2014).  Endowing police 
leaders with the knowledge that defines individual commitment to policing and describes the 
processes by which officers’ individual motivations overpower their commitments to their 
organizations provides law enforcement leaders with intervention tools that may prevent officers 
from departing from organizational values to fall into the slippery slope of deviant behavior that 
undermines the organization’s mission and reduces public trust of police in general (Lasiewicki, 
2007).     
Over the past several decades, several studies have been conducted in the field of law 
enforcement relative to leadership, including the Full Range Leadership Model, which have used 
Bass and Avolio’s Multifactor Leadership Questionnaire 5X (MLQ-5X).  This researcher sought 
to explain the benefits of certain leadership styles and their impact on job satisfaction, 
organizational commitment, and “extra effort” of police officers.     
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Limitations 
 This study was relatively limited in scope, as it examined data from six police agencies in 
New Jersey, more specifically the central New Jersey area consisting of two shore area counties.  
The two counties are Monmouth and Ocean, which are relatively similar, with each containing 
rural, suburban, and semi-urban areas.  These two counties are also consistent in population  
and housing density, size in area, socioeconomic status, and municipal law enforcement 
organizational structure.      
Definition of Terms 
Contingent Reward – Emphasizing the giving of rewards contingent upon the agreed 
performance standards through the clarification of goals, work standards, assignments, and 
equipment between the leader and the follower (Bass, 1985).  
Extra Effort – Based on the willingness of any subordinate to produce effort beyond expectation 
as a result of the behavior of leaders (Bass, 1994). 
Job Satisfaction – The extent to which a person’s hopes, desires, and expectations about the 
employment he/she is engaged in are fulfilled.  (Collins English Dictionary, 2012). Researchers 
have studied, defined, and measured job satisfaction as a global concept and as a concept of two 
distinct facets: intrinsic (level of satisfaction with features associated with the job itself) and 
extrinsic (level of satisfaction with various features associated with the environment in which the 
work is performed) (Nguni et al., 2006, p. 152)  
Management-by-exception (active) – Emphasizes the active practice by the leader of attending 
to mistakes and deviations and the taking of corrective actions if the standards are not met (Hater 
& Bass, 1988). 
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Management-by-exception (passive) – Emphasizes the less active, or passive, practice of 
avoiding corrective action as long as the standards are met (Bass, 1985).  
New Jersey State Association of Chiefs of Police (NJSACOP) – A professional membership 
organization serving New Jersey's law enforcement and private security executives to promote 
and enhance the highest ethical and professional standards in law enforcement at all levels 
throughout New Jersey.  
Organizational Commitment – May be viewed as an organizational member's psychological 
attachment to the organization. Organizational commitment plays a very large role in 
determining whether a member will stay with the organization and zealously work towards 
organizational goals.  
Police Executive Research Forum (PERF) – Founded in 1976 as a nonprofit organization, the 
Police Executive Research Forum (PERF) is a police research and policy organization and a 
provider of management services, technical assistance, and executive-level education to support 
law enforcement agencies. PERF helps to improve the delivery of police services through the 
exercise of strong national leadership, public debate of police and criminal justice issues, and 
research and policy development.  
Police Agency/Department – A sworn law enforcement agency for any township, borough, 
village, municipality, city, or state agency that is directly responsible for enforcing laws of the 
state and municipal ordinances and engaging in the prevention of crime.   
Civil Service Agency – Police departments that are regulated under Title 4A and Title 11A 
known as the Civil Service Act, effective September 25, 1986.  
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Title 40 Police Agency – Police departments that are regulated under Title 40A:14-118, 
establishing the municipal governing body to create by ordinance, a police force, and regulation 
and control thereof.  
Police Chief – The executive level position within a police agency/department that is responsible 
for the overall operation of the agency, including organizational structure, developing 
rules/regulations, and analyzing other police-related problems within the municipality. 
Police Officer – A non-military person who is employed by a government agency and has the 
responsibilities of enforcing laws (criminal and motor vehicle), ordinances, crime detection and 
prevention.    
Police Supervisor – A sworn police officer holding rank and supervisory responsibilities above 
the entry level title of police officer and may include the titles of Sergeant, Lieutenant, Captain, 
Inspector, or Deputy Chief, depending on the size and structure of the police agency. 
Transactional Leadership – A style of leadership developed by Burns (1978) and expanded 
upon by Bass which motivates followers by appealing to their self-interest and exchanging 
benefits.  Transactional leadership involves three uniquely distinct behaviors: management by 
exception (active), management by exception (passive), and contingent reward.  Transactional 
leadership does involve values, but they are values relevant to the exchange process, such as 
honesty, fairness, responsibility, and reciprocity (Yukl, 2013). 
Transformational Leadership – A style of leadership first developed by Burns (1978) and also 
expanded upon by Bass, in which individuals stimulate and inspire followers to achieve 
extraordinary outcomes and, in the process, develop their own leadership capacity by responding 
to individual followers’ needs by empowering them and aligning objectives and goals to benefit 
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all stakeholders and the larger organization.  Bass and Avolio (1994) developed the four “I’s” to 
expand upon Burns’ original theory of “transforming” which consisted of the following: 
 Idealized Influence (II-A; attributed) Builds trust by inspiring power and pride in their 
followers by going beyond individual interests and focusing on interests of the group 
and its members. 
 Idealized Influence (II-B; behavioral) Acting with integrity, leaders talk about their 
most important values and beliefs, the moral and ethical consequences of their actions 
and focus on a desirable vision of the organization. 
 Inspirational Motivation (IM) Leaders articulate shared goals and mutual 
understanding while providing vision to obtain the goals and expectations.  
 Intellectual Stimulation (IS) Leaders assist and encourage others to engage in 
innovative thinking and look to solve problems beyond the “outdated” way of 
thinking about current problems.   
 Individualized Consideration (IC) Involves understanding and sharing in others’ 
concerns and developmental needs and treating each individual uniquely in an effort 
to maximize and develop his/her full potential. 
Wickersham Commission – Established in 1929, the commission was tasked to identify the most 
important problems in law enforcement: excessive political influence, inadequate leadership and 
management, police lawlessness and brutality, ineffective recruitment and training, and 
inefficient use of science and technology. 
Organization of the Study 
 Chapter I includes an introduction which articulates the historic nature of law 
enforcement, the principles of leadership in police organizations dating back to the early 19
th
 
century, and where it has brought policing into the 21
st
 century.  In addition, this chapter 
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establishes the statement of the problem along with the primary and subsidiary research 
questions.  It also describes the significance of this study, as well as its limitations, and includes 
definitions in order to better understand the terminology used in this study.  Chapter II contains a 
review of relevant literature and research related to law enforcement leadership, transformational 
leadership, job satisfaction, and organizational commitment in the law enforcement setting.  
Chapter III constitutes the research methodology and procedures that were implemented to 
gather the quantitative data for the study.  Chapter IV discusses and illustrates the results of the 
surveys collected for the study.  Chapter V serves as the summary of the study and conclusion of 
the research.  In doing so, the chapter details the study’s findings, draws conclusions based upon 
the findings, and provides recommendations for further research. 
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CHAPTER II 
REVIEW OF THE LITERATURE 
Introduction 
 The issues of leadership, along with job satisfaction and organizational commitment, 
have been studied by many theorists and researchers over the past century.  The purpose of this 
study was to identify the amount of variance in police officer job satisfaction and organizational 
commitment that can be explained by police chiefs’ transformational leadership behaviors, 
beyond the influence of transactional behaviors.  This chapter offers a review of existing 
literature that relates to police-specific management, the origins of transformational and 
transactional leadership, job satisfaction and motivation, as well as commitment to 
organizational goals and objectives. 
 This specific research study came to fruition after searching for leadership-related topics 
in the Seton Hall University Library’s e-repository section while reviewing other dissertation 
studies.  While browsing through previous studies, this researcher came across a study on 
transformational leadership titled “A Study of the Value Added by Transformational Leadership 
Practices to Teachers’ Job Satisfaction and Organizational Commitment” by Kieres (2012).  
Upon reviewing the study, this researcher believed that it not only had relevance to the 
educational community upon which the study was based but also applied to law enforcement in 
relation to identifying what leadership characteristics displayed impacts on police officers’ job 
satisfaction and organizational commitment. This study has the potential to add to the body of 
knowledge in law enforcement leadership.  Kieres was contacted via email on May 20, 2015, and 
advised of this researcher’s intentions to replicate or model this study, using a different sample 
population (changing teachers to police officers and principals to police chiefs) and was pleased 
to have my request accommodated, having no objections to this research proposal.   
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 A variety of search techniques were employed during this literature review, including a 
comprehensive physical review of graduate level textbooks that this researcher has utilized 
throughout my time as a graduate student at Seton Hall University.  Journal articles and books 
written about the study of management, leadership, and public organizations were reviewed for 
relevant information pertaining to transformational/transactional leadership, job satisfaction, and 
organizational commitment within the business, educational, public service, and law 
enforcement-based fields.  A comprehensive search through online databases included ProQuest, 
Sage Publications, JSTOR, EBSCOhost, Seton Hall University Library website, Rutgers 
University Library website as well as online and print editions of law enforcement, business, and 
educational journals.  Several of these articles and journals were located online using the search 
engine Google and utilizing the following keywords and phrases: police, law enforcement, 
transformational leadership, transactional leadership, charismatic leadership, Full Range 
Leadership Model, job satisfaction, and organizational commitment.  These items were reviewed 
and relevant information from these sources were identified and utilized within the context of 
this study in an effort to support and/or refute the belief that police officer job satisfaction and 
organizational commitment can be explained by police chiefs’ transformational leadership 
behaviors beyond the influence of transactional behaviors.     
 The chapter begins with a historical foundation of police leadership and leadership 
principles developed by researchers and theorists along with their relevance in an array of 
organizations.  This is followed by literature related to Bass and Avolio’s Full Range Leadership 
Model and further explanation of transformational and transactional dimensions in the field of 
law enforcement as well as in other professions.  The review concludes with literature in relation 
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to job satisfaction and organizational commitment of employees within law enforcement in 
addition to other public service and private working professions.       
Historical Foundation of Police Leadership 
 The historical literature and research within police-related leadership models are rather 
extensive throughout the past century.  Studies attempting to provide a basis for police leadership 
at the chief or executive level have discussed a variety of theories including trait-related, 
behavioral, and situational, as well as leadership theories centered on autocratic, democratic, 
participative, and laissez-faire styles.  Many of these theories and concepts have been developed 
through business based models and applied to law enforcement.  These ideas have changed and 
progressed over time and have taken on a more human resource-based approach to include 
emphasis on developing strong work relationships and empowering employees to improve the 
work environment through morality and motivation—the tenets of transformational leadership.  
As such, in recent years, several researchers have attempted to identify the impact of 
transformational leadership within law enforcement and its impact on policing, which is 
discussed in further detail later in this chapter.   
 At the beginning of the 20
th
 century, several researchers applied administrative theories to 
policing in an effort to gauge their overall effectiveness and efficiency.  In 1906, Fuld, while at 
Columbia University, submitted the first doctoral dissertation in the field, a critical study of 
police organizations in the United States, which was subsequently published commercially in 
1910 under the title Police Administration (More et al., 2006).  Through research, Fuld (1906) 
identified that police organizations could only be effective when they were managed by a strong 
executive officer.  Fuld’s overall approach placed serious emphasis on management control 
(close supervision over subordinates) and the necessity of strong leadership from police chiefs 
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while stressing the need for continually auditing the activities of all personnel (More et al., 
2006). 
 In 1915, Fosdick completed the first comprehensive study of policing in the United States 
and found that many police departments were burdened with inept leadership (More et al., 2006). 
In 1921, Graper published a work entitled American Police Administration, which advocated that 
police departments be administered by one individual rather than a board or commission so that 
organizational authority could be centralized through a single individual who would be 
responsible for the exercise of that authority (More et al., 2006). 
 One of the first studies that placed an emphasis on identifying leadership in policing was 
the Wickersham Commission’s Report on Police article authored by Vollmer (1931), who writes, 
“Executive capacity of the highest degree should be demanded and universities should vie with 
each other in turning out from their institutions men adequately trained to serve their country as 
efficient police leaders” (p. 716).  Vollmer continues to quote Fosdick in American Police 
Systems by stating, “The irrational development of the American police organization is due to 
inadequate leadership.  To the lack of trained and intelligent administrators, obtaining and 
holding office on favorable conditions, much of the confusion and maladjustment of our police 
machinery is ascribable” (p. 716). Yet in the late 1920s, Vollmer (1931) concludes that even 
under the most favorable circumstances, the position of the chief executive of any city is an 
unhappy one.  To win the support of subordinates, police executives must know the police 
business and must have had long experience in the various branches of service; otherwise, they 
are doomed for failure (p. 717).   Vollmer believed that police executives needed to serve in all 
aspects of the police department in order to be successful.  He also stressed that years of service 
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within an agency also played a critical role not only in the police executive’s success but also in 
the success of the organization: 
Years of experience in police affairs are required to save the police executive 
from being hoodwinked by the crooks in the department, and the qualifications 
and honesty of persons who comprise the force can never be ascertained in the 
short tenure usually allotted police heads.  Intimate and sympathetic 
understanding of the men by a leader distinguishes the effective from the 
ineffective department, promotes morale in the organization and can only be 
achieved where there is continuity of leadership.  (Vollmer, 1931) 
   Vollmer (1931) served as both a police chief and college professor who had a tremendous 
impact on policing not only in his state of California, but throughout the country during the first 
half of the 20
th
 century.  His views on leadership concepts within the law enforcement profession 
align with transformational leadership principles.  Several of Vollmer’s protégés became police 
chiefs throughout the state, spreading his reform agenda during the middle of the century 
(Walker & Katz, 2013).   One of his more famous pupils was O.W. Wilson, who was a leader of 
the professionalization movement from the late 1930s through the end of the 1960s and wrote 
two textbooks that were widely regarded and utilized in relation to police management: The 
International City Management Association’s Municipal Police Administration and his own 
Police Administration (1950) (Walker & Katz, 2013; Roberg, et al., 2002).  Wilson continued the 
ideologies of Vollmer and his major contribution to police management involved the efficient 
management of personnel, particularly patrol officers, by developing a formula based on 
workload for assigning officers, which has been refined and updated through the years with the 
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help of technology and computers and is still used today by many police agencies (Walker & 
Katz, 2013). 
 This research and analysis of law enforcement leadership in its early stages by Fuld, 
Fosdick, and Vollmer provided a valid footprint for future leaders and police chiefs’ in the field 
to utilize and reference in the years that followed.  It is important to understand these 
philosophies and approaches so that we can learn from them as we look to develop and improve 
our ability to lead law enforcement agencies a century later.  Although many things have 
changed, including education, technology, structures, and societal values as a whole, the process 
of providing quality public service under good leadership has not.           
Business Perspective Background and Influence     
Beyond the early influences of Peel, Vollmer, and Wilson, much of the leadership 
principles in law enforcement were based upon business-related models or studies.  According to 
Hess et al. (2014), “Several management specialists from corporate America have had a great 
influence on approaches to management in policing.  The first is American economist, 
management specialist and consultant Peter Drucker (1909-2005), who became influential during 
the 1940s when he asserted that productivity was the result of self-starting, self-directed workers 
who accepted responsibility.  He advocated a shift from traditional production line to flexible 
production methods” (p. 44).  Drucker developed an approach known as management-by-
objectives (MBO), in which managers and subordinates set forth specific and realistic objectives, 
mutually agreed upon goals, interim progress reviews, and comparison between actual and 
expected accomplishments (Berman et al., 2013; Hess et al., 2014).  Kouzes & Posner (2002) 
state that in order for a worker to be efficient, studies recommend that leadership provide a 
thorough understanding of assigned tasks.  This process is in alignment with future theorists such 
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as House (1976), Burns (1978), and Bass (1985) in their continued development of 
transformational and transactional leadership.  According to Cayer (2004), the private sector 
more commonly uses participative management approaches, but many government bureaucracies 
also use them, including MBO, which in public sectors is a streamlined version focusing mostly 
on setting objectives relative to strategic planning which builds upon the basic MBO process  
(p. 108).    
The second management pioneer to have an influence on police management was W. 
Edwards Deming (1900-1993), a management expert who assisted Japanese businesses in 
recovering and prospering following the end of World War II, centering on quality control 
methods, which was called total quality management (TQM) (Hess et al., 2014).  TQM focused 
on high quality service to the customer whether the customer is external or internal to the 
organization; and to achieve this, processes are instituted to identify practices throughout the 
work of the organization that leads to errors and defects (Cayer, 2004).  Hess et al. (2014) posits 
that although Deming’s famous “14 points” relating to TQM were originally aimed at business, 
several are applicable to the public sector as well, including law enforcement, including the 
following: create constancy of purpose for improvement of product and service, adopt a new 
philosophy, improve constantly, institute modern methods of training on the job, institute 
modern methods of supervision, drive fear from the workplace, break down barriers between 
staff areas, eliminate numerical goals for the work force, remove barriers that rob people of pride 
of workmanship, and institute a vigorous program of education and training (Deming, 1982, p. 
17).   
More recent research still relates the principles and concepts of business management and 
leadership to that of law enforcement.  In Collins’ book Good to Great (2001), a twenty 20 
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member team studied various Fortune 500 companies to see if they could identify specific traits 
that separated great companies and their executives from lesser performing companies and 
executives.  This idea aroused interest in the law enforcement community, specifically the Police 
Executive Research Forum (PERF) and its director, Chuck Wexler, who met with Collins to 
discuss adapting the research-based ideas further to fit law enforcement (Hess et al., 2014).  As a 
result of these interactions, in March 2005 PERF convened a conference, funded by the Justice 
Department’s Office of Community Orientated Policing Services, and was attended by 33 
representatives of the police profession, the Montgomery County Maryland Public Schools, and 
other public- and private-sector organizations (Wexler et al., 2007).     
 The premise of having Collins attend the PERF conference was to try to identify ways 
that the principles in the Good to Great companies can be applied to non-profit organizations 
such as schools and law enforcement.  Collins’ approach to this idea of inputs and outputs takes 
shape in his supplemental Good to Great and the Social Sectors (2005).  Collins writes, “In 
business, money is both an input (a resource for achieving greatness) and an output (a measure 
of greatness). In social sectors, money is only an output, and not a measure of greatness.” Thus, 
adapting Good to Great to enterprises other than business is simply a matter of defining success, 
or the organization’s desired “output” (Wexler et al., 2007).         
Applying the Good to Great principles in policing include identifying the “Level 5 
Leaders” within policing, Wexler et al. (2007) writes that conference participants could think of 
one or more people they considered Level 5 leaders, but there are not many nationally known, as 
a characteristic tendency of Level 5 leaders is to maintain low profiles and refrain from the 
spotlight (p. 17).  Collins (2005) believes that Level 5 leaders in any field are more prevalent 
than we realize and we often find them by “looking for situations where extraordinary results 
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exist but where no individual steps forth to claim excess credit” (p. 37).  Regarding the nature of 
personalities of Level 5 leaders, there may be an argument for a critical distinction when it 
comes to police leaders, as Wexler et al. (2007) writes:  
Given the very public nature of policing and the high-visibility issues that police 
leaders must face, such as the use of force and the need for fairness in police 
officers’ dealing with the citizens they serve, it can be argued that what police 
refer to as “command presence” is a critical trait.  In fact, when a “defining 
moment” comes—a terrorism event or other catastrophe, a controversial police 
officer use of force, a line of duty death, or kidnapping of a child—if the chief 
fails to rise to the occasion and speak in a very public, visible way, he risks 
losing credibility with the community and officers in his or her department.  
(p. 17) 
Collins’ principles of Level 5 leaders are that they also develop those under their 
command to achieve even greater success in addition to surrounding themselves with strong 
executive teams to which they give guidance and direction.  In policing, “brief tenure” is often 
cited as a reason for not being able to identify and develop the next generation of leaders, but this 
reasoning assumes that such work has to be the personal undertaking of the chief.  Level 5 
leaders are often committed to the implementation of processes (empowering managers to make 
important decisions, creating leadership academies, and sponsoring personnel for external 
management and leadership training) that help ensure the identification and preparation of the 
next leaders (Wexler et al., 2007).  These are some of the same ideologies espoused by Vollmer 
so many years ago in his Report of the Police within the Wickersham Commission Report (1931) 
and are also concepts directly aligned with transformational leadership.     
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One of the key principles applied by Collins in the context of Good to Great related to 
the public sector was the theory of “getting the right people on the bus.”  Collins (2001) contends 
that people are not an organization’s most important asset; rather, “the right people are” (p. 51), 
and he places emphasis on the need to get “the right people on the bus, the wrong people off the 
bus, and the right people in the right seats” on the bus (p. 13).  While it is difficult to argue this 
point, the realities of the police world make this one of Collins’ more difficult principles to apply 
(Wexler et al., 2007).  In the law enforcement setting, police chiefs inherit their staff, including 
supporters as well as those who are less accepting of the chief’s philosophies.  Wexler et al. 
(2007) posits that by whatever means are available, personnel problems have to be confronted in 
an organization that aspires to greatness.  Most police chiefs have had to deal with at least one 
person who is a major organization roadblock.  The new leader who dawdles before removing 
the roadblock risks signaling weakness or lack of commitment to his organizational goals, 
leaving other employees to speculate about whether he or she really “means it” (p. 22).  This will 
have a direct negative impact on the organization as a whole as well as the leader on a personal 
level maintaining credibility and “buy-in” with the staff.  Level 5 police chiefs make disciplined 
decisions regardless of personal consequences and put the interests of the organization above 
their own (Wexler, 2007).   
This researcher believes that each of these concepts and/or principles has a certain impact 
on the way law enforcement executives serve their agencies and communities.  As we move 
forward in policing, police chiefs face many different challenges as we have seen recently 
throughout the United States.  The mission of police administrators, as with leaders in any 
organization, is to train employees who will have the knowledge, skills, and abilities to provide 
quality services to the customers whom they serve (Huff, 2016).  This process is ever evolving, 
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and police leaders need to focus not only on the people within their organizations but on their 
communities as a whole in an effort to increase their credibility and influence with both.    
Leadership Styles and Theories 
 Leaders’ or managers’ styles have been discussed from three major theoretical 
perspectives: trait, behavioral, and situational or contingency theories.  Roberg, Kuykendall, and 
Novak (2002) define these traits as follows: Trait theories attempt to identify the characteristics 
associated with effective leadership, behavioral theories are concerned with identifying and 
defining the different styles managers use, and situational theories are concerned with which 
managerial styles are most appropriate, given a particular situation (p. 221).   
 Trait theories emphasize attributes of leaders such as personality, motives, values, and 
skills with the underlying assumption that some people are natural leaders, endowed with certain 
traits not possessed by other people (Yukl, 2013). The trait theory approach has generated 
continued interest from scholars and researchers throughout the 20
th
 century on how certain traits 
influence leadership.  Although the research on traits spanned the entire 20
th
 century, a good 
overview of this approach is found in two surveys completed by Stogdill (1948, 1972), 
whereupon he reviewed 124 (1904-1947) and 163 (1948-1970) trait studies attempting to 
identify important leadership traits (Northouse, 2013).  Stogdill’s results from the first study 
identified the average individual within a leadership role in a group varied from the other 
members regarding such traits as intelligence, alertness, insight, responsibility, initiative, 
persistence, self-confidence, and sociability.  The findings from Stogdill’s first survey also 
indicated that an individual does not become a leader solely because that individual possesses 
certain traits.  Rather, the traits that leaders possess must be relevant to situations in which the 
leader is functioning (Northouse, 2013).  The 1972 study analyzed the new studies and compared 
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them to the original studies conducted by Stogdill in 1948.  The second survey was more 
balanced in its description of the role of traits and leadership, whereupon it argued more 
moderately that both personality and situational factors were determinants of leadership as 
opposed to the original study, which implied that leadership is primarily determined by 
situational factors (Northouse, 2013).   
Through research concerning desirable leadership traits, Bass (1981) found that the best 
leaders are self-confident, have the ability to influence others’ behavior, and tend to take 
initiative in social situations.  In addition, effective leaders have a strong drive for responsibility 
and task completion, demonstrate originality in problem solving, have good organizing skills, 
pursue goals with vigor and persistence, and are willing to accept the consequences of their 
actions (Roberg et al., 2002).  In contrast, Roberg et al. (2002) write that “research in this area 
has produced little agreement on qualities of outstanding leaders or how they could be identified” 
(White & Bednar, 1986). One reason for the failure was the lack of attention to mediating 
variables in the causal chain that could explain how traits could affect a delayed outcome such as 
group performance or leader advancement (Yukl, 2013). 
In the 1990s, researchers began to investigate the leadership traits associated with “social 
intelligence,” characterized as those abilities to understand one’s own and others’ feelings, 
behaviors, and thoughts to act appropriately (Marlowe, 1986; Northouse, 2013).  Zaccaro (2002) 
defined social intelligence as having such capacities as social awareness, social acumen, self-
monitoring, and the ability to select and enact the best response given the contingencies of the 
situation and social environment, at which point a number of empirical studies showed these 
capacities to be key traits for effective leadership (Northouse, 2013).     
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Kouzes and Posner (2002) conducted a survey study in which they identified four 
leadership characteristics or traits that were found in more than 50% of the participants: honesty 
(83%), competency (67%), forward looking (62%), and inspiring to others (58%).  As a result of 
this study, Kouzes and Posner (2002) further suggested that effective leaders engage in some of 
these “behavior commitments,” including the following: look for opportunities to change and 
improve, take risks, experiment and learn from mistakes, advocate an uplifting vision of the 
future that motivates others, appeal to followers’ values, hopes, and interests, encourage 
participation, foster trust and collaboration among followers, share information and power, 
increase the visibility and discretion of subordinates, become a role model by living by 
articulated values, reward small victories that show progress and commitment, recognize 
individual contributions to the organization, reward team accomplishments on a regular basis.   
According to Northouse (2013), there are several identifiable strengths to the trait 
approach, including its appeal and how it clearly fits our notion that leaders are in the forefront 
and leading the way in society (p. 29).  “No other theory can boast the breadth and depth of 
studies relative to the trait approach and as a result of this strength and longevity of research, the 
trait approach has a measure of credibility that other approaches lack” (Northouse, 2013).   
Due to the extensive research on trait theories and behaviors, there are also numerous 
criticisms of this approach.  Several studies have been ambiguous and uncertain at times in 
addition to developing a list of traits that appears never-ending.  Another criticism is that this 
method fails to look at traits in relationship to leadership outcomes in which emphasis has been 
placed on identifying specific traits and has not addressed how leadership traits affect group 
members and their work (Northouse, 2013).        
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 The behavioral theories approach began in the early 1950s after many researchers became 
discouraged with the trait approach and began to pay closer attention to what managers actually 
do on the job (Yukl, 2013).  Initial research into behavior theories established the groundwork 
for future inquiries by describing three basic leadership styles: authoritarian (autocratic), 
democratic, and laissez-faire.   Autocratic leadership is when decisions are made without 
participant input or with minimal participant input.  This style of management emerged in 
response to the demands of the Industrial Revolution, when masses of illiterate workers used 
expensive machinery and needed to follow explicit orders (Hess et al., 2014).  Democratic or 
participative leadership has been evolving since the 1930s and 1940s and encourages employees 
to be innovative and to participate in certain decisions within the organization.  Laissez-faire 
leadership is where almost no direction or guidance is provided to employees by their 
supervisors, thus resulting in leaderless management.  These leaders delay and appear indifferent 
to what is happening around them (Bass & Riggio, 2006).  All three of the styles are accounted 
for and are the basis of Bass and Riggio’s Full Range Leadership Model (2006).   
 Bolman and Deal (2008) write, “In a classic experiment (Lewin, Lippit, & White, 1939) 
compared autocratic, democratic, and laissez-faire leadership of boys’ clubs.  Leadership style 
had a powerful impact on both productivity and morale.  Under autocratic leadership, the boys 
were productive but joyless.  Laissez-faire leadership led to aimlessness and confusion.  The 
boys strongly preferred democratic leadership, which produced a more productive and positive 
group climate” (p. 177-178).  Within these three styles, the democratic-participatory style 
aligned with the transformational leadership traits was the most effective with the subjects 
participating in this research study.    
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Historical research was conducted at Ohio State University and the University of 
Michigan Studies in the 1940s and 1950s in an effort to provide insight into effective leadership.  
In the Ohio State study, more than 1,700 descriptors of behavior could be related to leadership 
along with two primary characteristics related to effectiveness: initiating structure and 
consideration (Roberg et al., 2002).  Initiating structure is when a leader attempts to define and 
assign tasks to subordinates (transactional).  Consideration seeks to establish relationships 
between work groups and leaders and is based upon factors such as friendship, mutual trust, and 
empathy (transformational).  The University of Michigan study utilized similar variables and 
yielded results which were either employee-centered or production-centered.  Perhaps the most 
important result of the Michigan research was presented in Likert’s New Patterns of 
Management (1961), in which he described and advocated four styles or systems of management 
known as a System 4 approach. 
 System 1: Exploitative authoritative, in which managers are autocratic and 
subordinates are exploited 
 System 2: Benevolent authoritative, in which managers have both authoritarian and 
paternalistic traits 
 System 3: Consultative, in which managers solicit input from subordinates but make 
all the important decisions 
 System 4: Participative, in which managers allow total participation, providing 
guidance or structure but allowing decisions to be made by consensus or the majority 
(Roberg et al., 2002) 
 Research on these four styles has not been consistent but was the basis for one of the 
best-known leadership models, Blake and Mouton’s (1964) managerial grid based on a 
framework of task and people dimensions which are plotted out on a two-dimensional grid.  By 
placing distinct management styles on a grid, describing five management styles based upon two 
factors, “concern for people” along the vertical (Y) axis (low to high) and “concern for results” 
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on the horizontal (X) axis (low to high).  The Managerial Grid, which has been renamed the 
Leadership Grid®, was designed to explain how leaders help organizations to reach their goals 
through two factors: concern for production and concern for people (Northouse, 2013).  
 Douglas McGregor introduced his theory of management based upon how managers deal 
with their employees in relation to the perspective or views they have of them.  Although 
McGregor was not a motivational theorist, he used Maslow’s hierarchy of needs to capture the 
dramatic shift in management thinking that was occurring based on changing conceptions of 
human motivation and the needs of people at work (Denhardt et al., 2009).  He described two 
distinct views of subordinates called Theory X and Theory Y. 
 The Theory X approach views employees as lazy, does not want responsibilities, and is 
motivated by pay, whereupon management is left to make all of their decisions and directs them 
to carry them out through coercion, threats, and possible punishment.  Theory Y holds the 
opposite approach, where employees are viewed as committed and motivated by growth and 
development and can be trusted to share in the decision making process and do a good job.  Both 
these theories can be aligned with transformational-transactional leadership styles.  Theory X can 
be compared to transactional leadership, where managers rule by fear and consequences, with 
negative behavior being punished and employees motivated through incentives (Ware, 2012).  
Theory Y can then be compared to transformational leadership in that the theory supports the 
idea that managers work to encourage their workers, assume the best of their employees, and 
believe them to be trusting, respectful, and self-motivated while supplying them with the tools 
they need to accomplish their jobs/tasks (Ware, 2012).   
 Situational leadership theory was proposed by Hersey and Blanchard (1977) and specifies 
the appropriate amount of leadership behavior for a subordinate in various situations (Yukl, 
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2013).  According to More et al. (2006) (as cited in Longnecker et al., 1978), situational 
leadership theories attempt to explain effective managerial leadership in terms of the 
influence/interaction system based upon the implicit assumption that leadership is always 
exercised in specific situations that involve real people in a given physical environment (p. 322).  
Subordinate maturity levels play a significant role in this theory with those of low maturity 
needing more leadership to define roles and standards of performance, whereas subordinates 
with higher maturation levels will decrease the leader’s task-oriented behavior and increase 
relationship-based behaviors (Yukl, 2013).  Nevertheless, despite the vast array of contingent 
findings, overall the best leaders are described as those who integrate a highly task-oriented and 
a highly relations-oriented approach (Bass, 1990a), as the best leaders demonstrate their ability 
to clarify the path to the goals (Bass & Riggio, 2006).  The primary goal of this theory is short-
term based in an effort to build upon employees’ skills and confidence levels.  
 Situational leadership has several strengths, including the fact that it has withstood the 
test of time, it is practical, straightforward, is easy to understand, and is applicable in a variety of 
settings.  Situational leadership also emphasizes leader flexibility (Graeff, 1983; Yukl, 1989) 
where leaders need to find out about subordinates’ needs and then adapt their leadership style 
accordingly (Northouse, 2013).  Finally, situational leadership reminds us to treat each 
subordinate differently based on the task at hand and to seek opportunities to help subordinates 
learn new skills and become more confident in their work (Fernandez & Vecchio, 1997; Yukl, 
1998; Northouse, 2013).  
 Several weaknesses have been identified relative to situational leadership in various 
research studies despite its extensive use in leadership training and development.  Northouse 
(2013) writes that the first criticism of situational leadership is that only a few research studies 
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have been conducted to justify the assumptions and propositions set forth by the approach. The 
lack of a strong body of research studies on situational leadership raises questions about the 
theoretical basis of the approach (Fernandez & Vecchio, 1997; Graeff, 1997; Vecchio & 
Boatwright, 2002; Vecchio, Bullis, & Brazil, 2006) (p.. 106).  Vecchio has conducted several 
studies (1987, 1997, and 2006) within educational institutions (secondary and higher education) 
as well as the U.S. Military Academy and has failed to find strong evidence to support the basic 
prescriptions suggested in the situational leadership model (Northouse, 2013).    
Leadership Styles and Theories in Relation to Policing     
According to Roberg, Kuykendall and Novak (2002), police management literature is 
replete with intuitive observations on what makes an effective leader, but research on desirable 
traits has been limited (p. 222).  Price (1974) examined women in police leadership roles and 
found that, compared to men, women tended to have more traits associated with effective 
leadership by being more inclined to be emotionally independent, intellectually aggressive, 
flexible, and more self-confident (Roberg et al., 2002).  The National Advisory Commission on 
Criminal Justice Standards and Goals (1977) conducted a study of police chiefs to discover the 
most important characteristics of effective leadership and the most desirable management skills, 
of which the following were identified: (1) maintain morale, (2) develop subordinates so they 
will be effective team members, (3) relate to the community, (4) organize personnel and maintain 
control of operations, (5) communicate effectively, (6) establish priorities and objectives (Roberg 
et al., 2002).  Although this research is roughly 40 years old, the skills identified by these police 
chiefs are still as important today, if not more so, considering the advancements in technology, 
diversity in both communities and organizations, as well as fiscal challenges faced by police 
chiefs of the 21
st
 century. 
 
 
37 
Law enforcement agencies are paramilitary entities that are designed and structured to 
follow a hierarchy of ranks.  Traditional policing and their leaders were primarily autocratic 
organizations that were held to strict standards and rules that rewarded loyalty and obedience.  
As policing has evolved throughout the last several decades, many police chiefs have moved 
away from this approach.  This type of police management stifles the development of leadership 
ability in subordinates because they are rarely allowed to make meaningful independent 
decisions (More et al., 2004).   As a result, many police leaders have tried to develop more of a 
democratic (participatory)-based leadership approach.  This approach is also accompanied by 
one or more other styles to find a balance in leadership style, as proposed in this study to identify 
the amount of variance in police officer job satisfaction and organizational commitment that can 
be explained by police chiefs’ transformational leadership behaviors beyond the influence of 
transactional behaviors. 
Studies have shown that police leadership styles are situational, in which they change as 
conditions change (Girodo, 1998), and that training can help supervisors identify appropriate 
ways to lead in various situations (Williams, 1993).  Sarver and Miller (2014) report that it has 
been found that leadership styles vary in departments amongst leaders (Engel, 2001) and rank 
(Caless, 2011) and that either no dominant style may be exhibited or a mixed-style can exist, 
where a combination of styles are displayed (Caless, 2011; Kapla, 2005).  Other studies, 
however, indicate that one particular style can be exhibited most often in a police organization, 
but those studies do not demonstrate that one style is predominant in law enforcement as a whole 
(Sarver & Miller, 2014).  
According to Andreescu and Vito (2010), several police leadership studies have focused 
upon the attitudes of police chiefs, as the opinions of these leaders have particular relevance to 
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their organizations (p. 569).  Girodo (1998) surveyed police chiefs from departments around the 
world and acknowledged that most leaders stated that they followed the “Machiavellian model” 
that stressed the manipulation of subordinates to achieve management ends.  The other 
leadership styles identified by police chiefs were transformational, bureaucratic, and social 
contract (Andreescu & Vito, 2010).  Andreescu and Vito (2010) make reference to two recent 
studies specific to police chiefs’ leadership style within their research study.  In the first, Fisher 
(2009) interviews 25 American police chiefs who stress that police leaders must: be both honest 
and transparent in their dealings with their subordinates, set a good example of performance and 
integrity, be a change agent who moves the agency forward, and support and honor the 
performance of their charges following a democratic style of leadership (p. 570).  In the second, 
Isenberg’s survey of 26 American police chiefs mirrors these opinions but also stresses the need 
for leaders to be optimistic role models who breed confidence in their agency and the community 
it serves (p. 570). These studies and their respective results align with the idea of 
transformational leadership principles of idealized influence, inspirational motivation, 
intellectual stimulation, individualized consideration, and the subsequent positive impact on the 
organization, its employees, and ultimately, their communities.     
According to Bolman and Deal (2008), leadership is seen as a panacea for almost any 
social problem.  Middle managers and workers often say their enterprise would thrive if senior 
management showed “real leadership” (p. 342).  Continuing on this from a “social” perspective, 
Kouzes and Posner (2002) write that leadership is a relationship between those who aspire to 
lead and those who choose to follow (p. 20).  This leads into an earlier research study cited by 
Andreescu and Vito’s (2010) exploratory study on leadership behaviors in policing where 
Stamper (1992) surveyed 52 police chiefs and 92 of their immediate assistants from departments 
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serving populations of 200,000 or more in 28 states (p. 570).  Within this study, the police 
chiefs’ personal perceptions were that they shared their vision, developed open and honest 
relationships with staff, fostered teamwork, and recognized outstanding performance in addition 
to feeling that the leadership function was the most deserving of their time and attention.  
Andreescu and Vito (2010) write, “However, their immediate assistants did not perceive that the 
behavior of the chiefs was consistent with their expressed beliefs about leadership and that they 
tended to be much more involved in the technical and procedural aspects of management than 
their leadership function.  These findings led Stamper to conclude that leadership had been 
‘structured out’ of police administration and caused chiefs to lose credibility as leaders of their 
organizations” (p. 570).  
Various leadership styles and theories have influenced police leadership with no one style 
showing a distinct advantage over any other.  From trait, behavioral, or situational, each theory 
has found a role and purpose in the leadership approach of law enforcement executives 
throughout history.  As police departments are paramilitary-based organizations, the autocratic 
style would presumably be the consistent approach based on the nature and cultures of the 
organizations, but recent research (Sarver & Miller, 2014; Kapla, 2005; Morreale, 2003; Singer 
& Singer, 2000) indicates that a move toward a more transformational approach is taking place.  
Further, it appears that leadership styles vary amongst various supervisory ranks (Caless, 2011) 
and that a mix or combination of styles is often displayed (Caless 2011; Kapla, 2005) and can be 
more effective.                
The Full Range Leadership Model 
The concept of transformational leadership developed over the course of the second half 
of the 20
th
 century and continues to evolve today as it is applied and studied in various 
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organizational contexts and associated with variables as diverse as employee creativity, 
productivity, and organizational commitment (Kieres, 2012).  The full range model of leadership 
was developed to broaden the range of leadership styles typically investigated where previous 
leadership models had fallen short in explaining a “full range” of leadership styles ranging, from 
charismatic and inspirational to avoidant laissez-faire leaders (Avolio & Bass, 1995, 2004).  In 
order to develop a better understanding of the transformational leadership theory as it relates to 
the Full Range Leadership model and its context to this study, an overview of its origins and 
application through various research studies is presented.   
House (1976) published his work, A 1976 Theory of Charismatic Leadership, a paper 
which sought to review the traditional scholarship on the concept of charisma and “develop a 
speculative theoretical explanation of charisma from a psychological perspective” (p. 1) that 
would provide the basis for future leadership research (Kieres, 2012).  Kieres (2012) further 
wrote that House (1976) began by referencing the famous sociologist Max Weber’s initial 
introduction of the term charisma and his use of this term to describe some leaders as “mystical,” 
“personally magnetic,” and “narcissistic.”  Consistent with Weber, House contends that these 
charismatic effects are more likely to occur in contexts in which followers feel distress because 
in stressful situations followers look to leaders to deliver them from their difficulties (Northouse, 
2013).  House (1976) believed that charismatic leaders have an intrinsic need to influence others 
and went on to build upon Weber’s characteristics of charismatic leaders by identifying these 
five specific behaviors: role modeling, personal image building, goal articulation, exhibiting high 
expectations, and motive arousal leader behavior (Kieres, 2012).   
Finally, House (1976) hypothesized that charismatic leaders are different from others 
because they exhibit some combination of four specific personal characteristics: dominance, self-
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confidence, need for influence, and a strong conviction that his or her beliefs are morally 
righteous (Kieres, 2012).  In more recent literature, Northouse (2013) writes, “House’s 
charismatic theory has been extended and revised through the years (Conger, 1999; Conger & 
Kanungo, 1998). One major revision to the theory by Shamir, House, and Arthur (1993) 
postulated that charismatic leadership transforms followers and identifies them collectively from 
an organizational viewpoint.  Also, charismatic leaders forge this link by emphasizing the 
intrinsic rewards of work and deemphasizing the extrinsic rewards” (p. 189).    
James McGregor Burns (1978) is credited with introducing the concepts of transactional 
and transformational leadership, expanding the range of leadership theory to be studied and 
applied. Burns is also credited with initiating the concept of transformational leadership and 
contrasting it with what he calls transactional leadership.  Burns proposed that transactional 
leadership occurs when one person interacts with another with the purpose of exchanging things 
of value (payment for services rendered, for example), whereas transformational leadership 
happens when one or more people interact with each other and increase both their mutual 
motivation and morality (Kieres, 2012).  In other terms, the transactional approach is more 
closely linked by managing and controlling through tasks while the transformational approach is 
better displayed through leadership and emphasizes behaviors that extend beyond management. 
Burns (1978) further expands upon transforming leadership by stating that leaders can 
shape, alter, and evaluate the motives, values, and goals of followers through the vital teaching 
role of leadership, regardless of separate personal interests.  They are presently and potentially 
united in the pursuit of “higher” goals, the realization of which is tested by the achievement of 
significant change that represents the collective interests of leaders and followers (p. 425). Burns 
believes that both forms of leadership contribute to human purpose and draws heavily upon 
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Maslow’s theory of hierarchy of needs in doing so.  Burns describes transactions between 
leaders and followers as realizing individual wants and/or needs, satisfying basic to higher level 
needs, and transforming leadership as more concerned with end-values such as liberty, justice, 
and equality and that a critical element of transforming leadership is that it is morally uplifting.          
 Building upon the work of House (1976) and Burns (1978), Bernard Bass (1985) and 
various colleagues developed the theory of transformational leadership through the Full Range  
Leadership model and established an instrument to measure the term, specifically the Multifactor 
Leadership Questionnaire (MLQ), which is discussed further in this chapter as well as in Chapter 
III of this study.  Transformational leadership has much in common with charismatic leadership, 
but charisma is only part of transformational leadership (Bass & Riggio, 2006).  These two 
concepts are oftentimes used interchangeably by many writers, but there are important 
differences between them.  Yukl (2013) states that conceptual ambiguity and inconsistent 
definitions make it difficult to compare transformational and charismatic leadership, or even to 
compare theories of the same general type.  Further, charisma is aligned with followers being 
dependent on an extraordinary leader, seeking guidance and inspiration, while transformational 
leadership is aligned with inspiring, developing, and empowering followers to achieve goals.           
These two key concepts originally discussed by Burns, transforming and transactional 
leadership became the foundation of the Full Range Leadership Model through future research 
and development in leadership.  The Full Range Leadership Model developed by Bass and 
Riggio (1985) has evolved and been studied throughout various fields over the past 30 years.  
The full range model of leadership assumes the existence of differences in the effectiveness of 
leadership styles, based on the active/passive distinction (Avolio & Bass, 1994, 2005).   
Subsequently, extensive work in the United States and abroad shows that the concept of 
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considering a full range of leadership is a powerful predictor in promoting individual, team, 
organizational, and community development and effectiveness (Morreale, 2002).  In fact, there is 
no other leadership paradigm that is more researched than transformational and transactional 
leadership (Northouse, 2013; Antonakis, Avolio, & Sivasubramaniam, 2003; Avolio & Bass, 
2002). 
Avolio (1997) cites the full range of leadership model as the underlying construct for the 
Multifactor Leadership Questionnaire (MLQ). Most transformational leadership studies employ 
quantitative techniques using Bass and Avolio’s (1995) MLQ to examine follower and 
organizational outcome measures (Murphy, 2007).  This model describes that leaders engage in a 
wide range of different forms of leader behaviors. The author supports the idea that the 
characteristics of behavior leaders choose depends upon each individual subordinate's potential. 
The range of behaviors starts with transformational leader behaviors and extends through 
transactional leader behaviors, reaching to the lowest leader interaction of laissez-faire leader 
behavior (Avolio, 1997). 
The Multifactor Leadership Questionnaire (MLQ) was designed to measure seven 
different leadership factors.  The first four measuring transformational leadership behaviors are 
identified as the “Four I’s” and include idealized influence (II) (serve as role models emphasizing 
admiration, respect and trust), inspirational motivation (IM) (motivate and inspire through 
meaningful and challenging work), intellectual stimulation (IS) (stimulate followers’ efforts 
toward innovation and creativity by adapting and reframing problems), and individualized 
consideration (IC) (special attention provided to individual follower needs for achievement and 
growth as a coach/mentor).  This is followed by two factors considered aspects of the 
transactional leadership approach: contingent reward (leaders assigning tasks and providing 
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specific rewards in exchange for satisfactory completion) and management-by-exception (a 
corrective action to address employee behavior only when identified and a need exists for 
specific improvement).   The last factor measured is the laissez-faire style, better known as the 
concept of the absence of leadership and is considered neither transformational nor transactional.   
Leadership, as it has been most commonly practiced and studied over the last half 
century, involves an exchange or transactional relationship between the leaders and associates. 
Leaders identify and clarify objectives for or with their associates, indicate how these objectives 
can be achieved, and reward associates for meeting these objectives or correct them when failure 
occurs.  Over the past decade, there has been a transformation of leadership systems that 
redefined relationships between leaders and followers. This transformation has been caused by a 
movement away from traditional authoritarian control towards a more collaborative leader style 
(Bennis, 1989). 
Burns (1978) viewed transactional and transformational leadership as opposite ends of 
the spectrum; however, Bass (1985) and colleagues saw transformational leadership as a value-
added construct, whereby leaders do engage at times in contingent reward and/or management-
by-exception behaviors, but those behaviors are used to complement and enhance the 
transformational behaviors that are at the heart of organizational change (Kieres, 2012).     
According to Morreale (2002), Avolio contends that in the present era, organizations 
draw on a brighter and more challenging workforce. Because of the potential of these 
knowledgeable workers, the management and leadership of organizations require a different 
approach from the industrial era. The author suggests that transformational leadership behaviors 
hold the best potential for an organization's growth, effectiveness, and efficiency. The difficulty 
in change management lies in the human elements rather than technology systems. Human 
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systems are "embedded in an old system of behavior" long after change has supposedly taken 
place (Avolio, 1997).     
 Accumulating evidence suggests that transformational leadership is positively associated 
with work attitudes and behaviors at both an individual and organization level (Dumdum, Lowe, 
& Avolio, 2002; Lowe, Kroeck, & Sivasubramaniam, 1996).  To some extent, the components of 
transformational leadership have evolved, as refinements have been made in both 
conceptualization and measurement of transformational leadership (Bass & Riggio, 2006). 
Murphy (2007) writes, “There is now evidence that transformational leadership enhances 
subordinate satisfaction (Hater & Bass, 1998), trust (Podsakoff, MacKenzie, & Bommer, 1996), 
and affective commitment (Barling, Weber, & Kelloway, 1996), two of which are variables in 
this current research study.  
There is a large and growing body of evidence that supports the effectiveness of 
transformational leadership over transactional leadership and other components in the Full Range 
Leadership Model (Bass & Riggio, 2006).  Bass (1985) contends that there is nothing wrong 
with transactional leadership and it can oftentimes be quite effective; even management-by-
exception (both active and passive) can work depending on the circumstances.  However, Bass 
(1985) proposed that an augmentation relationship exists between transformational and 
transactional leadership, suggesting that behaviors associated with transformational leadership 
augment transactional behaviors in predicting effects on follower satisfaction and performance, 
specifically by transformational leadership, which should and does account for unique variance 
in ratings of performance (or other outcomes) over and above that accounted for by active 
transactional leadership.  As such, Bass & Riggio (2006) contend that the full range of leadership 
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potential is ultimately achieved through both, rather than one or the other, of these styles of 
leadership.    
Oppositional Viewpoints to the Full Range Model 
 There is some research that has been recently conducted that looks to expand upon the 
foundations of transformational leadership initiated by Burns (1978), Bass and Riggio (1985), 
and Bass and Avolio (2006).  In doing so, Antonakis and House (2014) write as follows: 
Although Bass’s (1985) theory has solid foundations and has engendered much 
research (Judge & Piccolo, 2004), there are lingering questions about it (cf. 
Antonakis & House, 2002; Hunt, 2004; Judge, Piccolo, & Ilies, 2004; Yukl, 
2008).  Does the theory account for the most important aspects of leadership? 
Are there broad classes of leader styles that are omitted from this theory that are 
essential for effective leadership? To the extent that important leader styles are 
omitted from the theory, are the effects of the full-range factors overstated?  
Using precepts of functional (as well as pragmatic) leadership theory, we are 
beyond transformational and transactional-oriented influence, effective leaders 
must also ensure that organizations adapt to the external environments and use 
resources efficiently (Fleishman et al., 1991; Hackman & Wageman, 2005; 
Morgeson, 2005; Mumford, 2006). That is, effective organizational leadership is 
not just about exercising influence on an interpersonal level; effective leadership 
also depends on leader expertise and on the formulation and implementation of 
solutions to complex social (and task-oriented) problems (Connelly et al., 2000; 
Mumford, Zaccaro, Harding, Jacobs, & Fleishman, 2000). Leaders must identify 
strategic and tactical goals while monitoring outcomes and the environment 
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(Morgeson, DeRue, & Karam, 2010) in a sense being “instrumental” for 
organizational effectiveness. This type of leadership, “instrumental leadership,” 
is a form of expert-based power (cf. French & Raven, 1968), which is not 
measured in the full-range model. Failing to measure instrumental leadership—
which as an active form of leadership should correlate with transformational and 
contingent reward leadership as well as organizational outcomes—may induce 
omitted variable bias in predictive models (Cameron & Trivedi, 2005). Thus, 
current estimates for the effects of the full range factors might be invalid (i.e., 
probably inflated) and not accurately inform policy and practice because of 
endogeneity bias (cf. Antonakis, Bendahan, Jacquart, & Lalive, 2010, 2014).  (p. 
747) 
Criticism of transformational leadership has been presented over the past several years, 
the researchers identifying weaknesses in the theory, specifically in the area of conceptual 
clarity, opposition of the MLQ, personality traits versus behavior, and whether or not 
transformational leaders are actually change agents.  As transformational leadership covers such 
a wide range of activities and characteristics—including creating a vision, motivating, being a 
change agent, building trust, giving nurturance, and acting as a social architect, to name a few—
it is difficult to define its exact parameters (Northouse, 2013).  Research conducted by Tracey 
and Hinkin (1998) shows substantial overlap between the Four I’s depicted in the FLR, 
suggesting a lack of clear delimitation.  Tejeda, Scandura, and Pila (2001) state that because of 
the high correlation between the Four I’s, they are not distinct factors; also, due to the fact that 
transformational leadership correlates with transactional and laissez-faire factors, they may not 
be unique to the transformational model.   
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 Yukl (1999) writes that transformational leadership suffers from “heroic leadership” bias 
in that it stresses that it is the leader who moves followers to do exceptional things and by 
focusing solely on the leader, researchers have failed to give attention to shared leadership or 
reciprocal influence.  Further criticism toward transformational leadership has also come in the 
form that it is viewed as elitist and antidemocratic, giving a strong impression that it is the leader 
acting independently of followers or putting themselves above the followers’ needs (Northouse, 
2013).  Bass and Avolio (1993) and Avolio (1999) have countered these claims, stating that 
individuals possessing transformational leadership qualities can be directive and participative as 
well as democratic and authoritarian.        
The Full Range Leadership Model Applied to Law Enforcement 
 The theory of transformational leadership has been applied in a variety of studies related 
to leadership in the law enforcement setting using the Full Range Leadership Model measured 
through the Multifactor Leadership Questionnaire (MLQ 5X-Short).  There is currently not an 
abundance of literature in this area, but several researchers have conducted studies within the last 
15 years on the subject.  As a result of this research study, this researcher hopes to add to and 
advance the literature in this field to include having an effect on the way law enforcement leaders 
choose to manage and lead their organizations. 
Morreale (2003) conducted a research study utilizing the MLQ in various municipal and 
state law enforcement agencies throughout New England, attempting to identify and measure the 
relationship of leadership behaviors that may improve productivity and personnel retention (job 
satisfaction) and extra effort in an organization as reported by subordinates.  Morreale’s (2003) 
research indicated strong results with transformational leadership scores and dependent 
variables, extra effort, job satisfaction, and management effectiveness, being positive way 
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beyond the alpha < .05 required.  Furthermore, t-tests between the mean scores of those law 
enforcement officers with managers showing a high degree of transformational leadership and 
those with managers showing a low degree confirmed that high transformational managers 
produced significantly higher scores on the dependent variables (p. 212).  Also, a strong negative 
relationship was found between the laissez-faire style, or non-leadership style, and subordinate 
sworn law enforcement officers’ willingness to exert extra effort; their job satisfaction level and 
their perception of their manager’s effectiveness was confirmed by both correlation and t-test 
analyses (Morreale, 2003). 
Morreale (2003) concludes, “According to survey results from the sworn officers 
involved in this study, over 53% of the leaders that were rated used predominantly 
transformational leader behaviors in the law enforcement agencies they work with, and the 
research findings herein indicate that transformational leadership qualities of law enforcement 
mangers do have a relationship to job satisfaction and do contribute to a subordinate line 
officers’ willingness to exert extra effort. These results are beneficial and can produce a dramatic 
effect on the delivery of police services” (p. 213). 
Sarver and Miller (2014) conducted a study in Texas with the purpose of examining 
leadership styles of police chiefs and the relationship between demographics, personality, and 
effectiveness.  The traditional leadership style approach of a police chief has generally been seen 
as authoritative and militaristic; however, a more open-minded group of chiefs have changed 
their leadership styles dramatically (Denhardt, 1993).  More recent research has found that the 
transformational leadership style was one of the most favored styles of police chiefs (Kapla, 
2005; Morreale, 2003; Singer & Singer, 1990), as cited by Sarver and Miller (2014). The sample 
size used in this study consisted of 161 police chiefs in the state of Texas who were enrolled in 
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the New Chiefs Development Program (NCDP).  Demographic information was compiled, t-test 
and x² tests were conducted finding no significant differences between sample and population for 
various demographics.  The MLQ-5X-Short survey instrument was administered to participants.  
Results of the study indicated that female participants were more likely to engage in 
transformational leadership behaviors than their male counterparts, who were more evenly split 
across leadership styles.  Although it was hypothesized that the transformational leadership style 
would be most prevalent among this sample of police chiefs (Kapla, 2005; Morreale, 2003; 
Singer & Singer, 1990), results indicated an equal distribution of styles; of the 161 participants, 
57 were categorized as transactional leaders (35.4%), followed by 54 transformational leaders 
(33.5%), and 50 passive/avoidant leaders (31.1%) (Sarver & Miller, 2014).  
Carmenaty (2013) conducted a study wherein the MLQ-5X was the measuring instrument 
employed to identify behaviors associated with leadership styles within the leadership 
dimensions of the full range model.  This study provided statistical measures by examining the 
participants’ MLQ ratings and comparing those ratings with the level of education for the 65 
police leaders identified by the participants. A Multiple Analysis of Covariance (MANCOVA) 
produced the measures used for analyzing the followers’ and leaders’ level of education with the 
effects on leadership style when controlling for age, ethnicity, gender, and time of service. The 
statistical analysis revealed that level of education was a significant predictor of followers’ 
perception of leadership styles employed by police leaders (Carmenaty, 2013).   
 In a study conducted by Alvarez, Lila, Tomas and Castillo (2013) of local police in the 
Valencian community in Spain, the researchers, utilizing the transformational leadership theory 
posited by Bass (1985), attempted to identify the differences in leadership styles according to 
various ranks and organizational follower-leader distance.  Within the Valencian police forces, 
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the organizational structure is defined by a strong hierarchy consisting of six ranks, including 
(from lowest to highest); constable, officer, inspector, intendent, chief intendent, and general 
intendent with this study analyzing the different leadership styles according to rank.  The sample 
utilized in this study consisted of 975 police officers (828 men and 147 women) who were 
managed by 42 police leaders from 42 different towns (Alvarez et al., 2013).  The Spanish 
version of the MLQ-5X-Short form was administered to determine leadership behavior and the 
results obtained indicated varying degrees of transformational and transactional leadership 
practices were perceived at various levels within the ranks with the strongest perception amongst 
general intendents in comparison to leaders from any other ranks, scoring higher in terms of 
extra effort leadership effectiveness and satisfaction with the leader.  Alvarez et al. (2013) writes 
that these results are consistent with the above-mentioned issues based on transformational 
leadership theory (Bass, 1985) in line with past research (Lowe et al., 1996), and additionally 
confirm the differences of rank highlighted by authors such as Densten (2003).  They further 
assert that an explanation for these results could be based upon the general intendents’ highest 
level of formal education in comparison to other ranks, not only because of the university degree, 
which is also a perspective to access the rank of chief intendent, but also because of the specific 
training in management techniques received when obtaining the rank (Alvarez et al., 2013).     
Oppositional Viewpoints to the Full Range Model in Law Enforcement 
 Densten (1999) conducted a leadership study related to policing in Australia that found 
that transformational leadership ratings were significantly lower than the norm, indicating that 
senior officers exerted a significantly lower amount of effort, believed their leaders to be 
significantly less effective than the norm and significantly more satisfied than the established 
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norms of Bass and Avolio (1997) in addition to finding higher levels of subordinate satisfaction 
with transactional leadership (Sarver & Miller, 2014).     
Job Satisfaction 
 The first of the dependent variables that was measured in this study as it relates to police 
chiefs’ transformational leadership behaviors is police officer job satisfaction.  The most widely 
accepted definition of job satisfaction was initiated by Locke as part of his Range of Affect 
Theory, in which he stated job satisfaction is an affective or primary emotional response based 
on an overall appraisal of one’s work situation (Kieres, 2012).  Job satisfaction has been a 
particular area of study that has been of interest within both the private and public sectors for 
almost 100 years.  Some of these studies are discussed along with identifying relevant theories 
associated with job satisfaction.  This researcher describes their impact on employee satisfaction 
as it pertains to their work and its relevance to examine the relationship between transformational 
leadership practices with police officers’ job satisfaction in this study.  
 According to Bass and Riggio (2006), studies show strong and consistent findings 
indicating that transformational leaders have more satisfied followers than non-transformational 
leaders, specifically through two meta-analyses (Dumdum, Lowe, & Avolio, 2002; Lowe et al., 
1996), showing very high average correlations (ranging from .51 to .81) between all components 
of transformational leadership and measures of follower satisfaction (p. 41).   
At the turn of the 20
th
 century, Fredrick Taylor was at the forefront of organizational 
change with his scientific management approach.  Taylor was probably the first industrial 
engineering consultant, and, as an organizational change agent, he believed deeply that taking a 
rational, “scientific” approach would provide the best opportunity for change (Burke, 2014).  The 
theory was based on four principles that included data gathering, worker selection and 
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development, integration of the science and the trained worker, and re-division of the work of the 
business which led to increased worker productivity in many cases, but also resulted in a lack of 
autonomy, demoralization, and despair.  As a result of these negative consequences, researchers 
began attempting to find different approaches that aligned more closely with workers’ feelings 
and behaviors. 
As a result, one of the most famous job satisfaction studies was led by Elton Mayo during 
the 1920s at the Western Electric Company and was named the Hawthorne Studies, which 
showed that human behavior and motivation is complex, being influenced by attitudes, feelings, 
and the meaning that people assign to their work and the relationships at work (Denhardt et al., 
2009).  A series of four separate experiments were conducted between 1924 and 1933 in an 
effort to identify the effects of working conditions on productivity and morale.  Burke (2014) 
writes, “What all their experiments had dramatically and conclusively demonstrated was the 
importance of employee attitudes and sentiments. It was clear that the responses of workers to 
what was happening about them were dependent on the significance these events had for them” 
(pp. 35-36).   
 One of the best-known theories relating to job satisfaction was developed in 1943 by 
Abraham Maslow wherein he developed his “Hierarchy of Needs” theory in which needs were 
divided into lower or more basic orders such as (1) basic physiological needs, (2) safety and 
security needs, (3) social needs, as well as higher-order needs, including (4) esteem needs, and 
(5) self-actualization needs.  Maslow’s design of this theory replicated a pyramid wherein the 
more basic needs are at the bottom and at the top said needs become higher-order needs.  
According to Maslow, as we satisfy one type of need, other needs then occupy our attention; it is 
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also important to emphasize that he did not suggest that each level of needs has to be fully 
satisfied, only that it must be partially and adequately satisfied (Denhardt et al., 2009). 
 In relation to Maslow’s hierarchy of needs, transactional leadership works at the basic 
levels of need satisfaction, where transactional leaders focus on the lower levels of the hierarchy.  
Transactional leaders use an exchange model, with rewards being given for good work or 
positive outcomes, while conversely people with this leadership style can punish poor work or 
negative outcomes until the problem is corrected (Bass, 2008).  Hargis et al. (2008) write, “One 
way transactional leadership focuses on lower level needs is by stressing specific task 
performance.       
 Another theory relative to job satisfaction developed by Fredrick Herzberg, the two-
factor theory, has been studied, copied, and criticized more than any other (O’Malley, 2004).  
Herzberg identifies psychological needs of individuals for achievement, recognition, 
responsibility, and status as the primary factors which lead to job satisfaction.  Much to the credit 
of Herzberg’s theory, it has prompted a great deal of research and inspired a number of 
successful change projects (Hackman & Oldham, 1980).  Denhardt et al. (2009) writes, “In his 
two-factor or motivation-hygiene theory, he suggested that the factors that produce job 
satisfaction or motivation are different from factors that lead to dissatisfaction. Motivating or 
intrinsic factors are those associated with the work itself—achievement, recognition, challenging 
work, responsibility, and growth. He argued that the satisfaction of lower level needs, which he 
called hygiene or extrinsic factors does not lead to motivation; it only leads to the absence of 
dissatisfaction. In other words, hygiene factors such as pay or working conditions, supervision, 
interpersonal relations, status, and security can cause dissatisfaction” (p. 150).  According to 
Hess et al. (2014), Herzberg’s hygiene factors help explain why many people stick with jobs they 
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do not like and stay because they are not dissatisfied with the tangible rewards such as pay and 
retirement plans even though they are definitely not satisfied with the work itself (p. 303).  In the 
end, according to this theory, only when the work itself is satisfying, will the workers be 
motivated.     
 Early writings in the 1930s through the 1960s by B.F. Skinner became influential as he 
suggested that behaviors can be shaped and/or modified using positive and negative 
reinforcement methods and that behavior is a function of its consequences.  His work focused on 
what he called “operant behavior,” or behavior that is controlled by the individual (Denhardt et 
al., 2009).  Positive reinforcement increases the likelihood that a behavior will occur in the future 
by introducing an appealing or pleasurable stimulus as a consequence of that behavior, while 
negative reinforcement is also designed to increase a given behavior; but it works by removing 
an unwanted stimulus instead of adding a wanted one (DeCenzo et al., 2002; Denhardt et al., 
2009; Hess et al., 2014;).    
 Vroom’s expectancy theory of motivation (1964) is a general theory that encompasses a 
variety of factors based upon the fact that people are motivated to experience pleasure and avoid 
pain and that they put forward efforts that reflect this fact (Berman et al., 2013).  The focus of 
this theory is more on extrinsic behaviors with less emphasis on intrinsic needs.  The 
assumptions of this theory are (1) the more value a person places on an outcome, the more effort 
he will put forward (valence of outcomes), (2) the more a person believes that she has the ability 
to achieve an outcome, the more effort she is likely to put forward (expectancy of effort), (3) the 
more a person believes that rewards will be forthcoming as a result of his/her performance, the 
more effort he/she will put forward (instrumentality of performance) (Berman et al., 20013).   
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The content for applying expectancy theory is both motivation and rewards, particularly 
the degree of effort put forth by the organizational members, whether the reward system is the 
right one for most people and whether people see a strong link between their efforts and the 
rewards they receive (Burke, 2014). The process focus could be on changing both the way 
organizational members’ performance is measured and the reward system to ensure that 
organizational members (1) value the rewards they may receive and (2) see the link between 
their performance and the rewards they receive (Burke, 2014).  A key factor and balance to both 
processes is that organizational members must believe that these systems in place are equitable 
and administered fairly.     
    Yukl (2013) writes that in the early days of research on effects of leadership behavior, 
hundreds of studies were conducted to determine the influence of task-oriented and relations-
oriented behavior on indicators of leadership effectiveness such as subordinate satisfaction, 
subordinate performance, and ratings of leader effectiveness by superiors (p. 56).  The only 
consistent finding in the survey research was a positive relationship between consideration and 
subordinate satisfaction with subordinates usually more satisfied with a leader who is 
considerate, although the relationship is weaker when the measures of behavior and satisfaction 
are not from the same source (Yukl, 2013).   
 There is extensive research on these various theories that a more in-depth review could be 
conducted and is worthy of inclusion but would extend the scope of this review beyond its 
intended purpose.  This current study in relation to leadership behaviors centered on the Full 
Range Leadership (FLR) Model, and job satisfaction drew heavily upon the theories of Herzberg 
(two-factor theory) and Maslow (hierarchy of needs).    
 
 
 
57 
Job Satisfaction in Law Enforcement 
Typically determined through surveys, job satisfaction in policing pertains to the 
subjective ideals of an individual officer’s perception of how specific aspects are viewed in terms 
of departmental administration and how outside variables affect the officer’s mental and physical 
status (Julseth, Ruiz, & Hummer, 2011).  Police officers’ job satisfaction cannot be determined 
without first identifying factors that cause low morale and job dissatisfaction.  Within law 
enforcement, contributing factors that impact job-related dissatisfaction include lack of 
administrative support, ineffective supervision, lack of necessary equipment or training to 
perform effectively, lack of promotional opportunities, political interference, corruption within 
the department, the criminal justice system itself, and the image of the police frequently 
portrayed by the media (Hess et al., 2014).  Having almost 20 years of experience in the law 
enforcement field, this researcher can attest to this fact and have personally been affected by 
these factors in addition to having known others who have as well. 
Most research on job satisfaction in law enforcement centers on the examination of other 
demographics (Buzawa, 1984; Buzawa, Austin, & Bannon, 1994; Zhao, Thurman, & He, 1999) 
with few studies examining the impact of the immediate working environment (McGarrell & 
Thurman, 1994; Zhao et al., 1999) and results consistently demonstrating that demographics and 
organizational variables have the most impact on job satisfaction in law enforcement (Buzawa, 
1994, as cited by Hassell et al. (2001).  Interestingly, studies have consistently identified that 
tenure (years of service in the agency) is inversely related to levels of job satisfaction (Buzawa, 
1982; Buzawa et al., 1994; Robinette, 1982).     
Job satisfaction remains a basic reward of working, even though not many employees 
would mention it as a benefit (Hess et al., 2014).  By being satisfied in one’s working 
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environment, increased engagement and productivity may be an expected result.  Zhao et al. 
(1999) state that “job satisfaction appears to be intrinsic to an employee’s work environment”  
(p. 167).  Bass and Riggio (2006) suggested that transformational leadership’s popularity might 
be due to its emphasis on intrinsic motivation and follower development, which fits the needs of 
today’s work groups, who want to be inspired and empowered to succeed in times of uncertainty 
(Northouse, 2013).   
Julseth, Ruiz, and Hummer (2011) conducted a research study to determine municipal 
police officer job satisfaction in 14 small police agencies in south central Pennsylvania.  Julseth 
et al. (2011) write, “According to Dantzker and Surrette (1997), over 2,000 studies regarding job 
satisfaction have been published since 1974.  Of these, however, only 34 assessed police 
organizations in this time frame” (p. 244).  Surrette (1997) further states that investigating low 
job satisfaction in the policing field is critical, given that certain issues can affect performance, 
which can act on an entire department’s effectiveness, which social researchers can benefit from 
by exploring job satisfaction causality levels that might help police administrators to reduce 
stress among officers, improve productivity, decrease turnover, and raise morale by becoming 
aware of internal conflicts that ultimately result in job dissatisfaction (Julseth et al., 2011,  
p. 244).       
This study was based in part on Dantzker’s (1993) questionnaire in an attempt to 
correlate job satisfaction among police officers and how levels of satisfaction are rated in relation 
to administration, shift rotation, equipment, levels of department morale, and discontent with 
policies and procedures (Julseth et al., 2011).  With a total of 120 respondents, the survey results 
indicated that the three lowest job satisfaction ranking variables for all participants (patrol officer 
and supervisor categories) were level of morale, radio communications, and shift rotation.  The 
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researchers concluded that, consistent with Dantzker and Surrette (1997), there did not appear to 
be any exception to the rule that responding police officers would tend to be relatively satisfied 
with their jobs and that higher stress levels, faster rotating shifts, and perception of morale were 
shown to have impacts on the level of overall satisfaction (Julseth et al., 2011).  In addition, the 
results revealed a reasonably high overall job satisfaction rate regarding support by an officer’s 
immediate supervisor, stressing the importance of this relationship and the communication 
process that takes place which suggests an impact on overall levels of satisfaction.   
Hassell, Archbold, and Stichman (2011) conducted a study comparing workplace 
experiences between male and female police officers examining specific variables such as 
workplace problems, stress, job satisfaction and career change. Hassell et al. (2011) write, “The 
occupational culture of policing is so entrenched that policing remains a very masculine 
profession, although some argue that increased diversification and contemporary policing 
philosophies have begun to erode many of the values that typify traditional police culture (Chan, 
1996, 2001, 2007) with research indicating that women are still considerable exceptions to the 
normative view of law enforcement (Burke & Mikkelsen, 2004; Kerber, Andres, & Mittler, 
1977) and face many workplace problems not experienced by male officers, most notably 
discrimination, isolation and sexual harassment” (Burke & Mikkelsen; Hassell, Archbold, & 
Schulz, in press; Morash & Haarr; National Center for Women in Policing, 2002; Texiera) (p. 
38).   
Their study was based on 87 respondents from a Midwestern municipal police 
department, which indicated an 80% response rate.  Results of their research relative to 
workplace stress and job satisfaction indicate that workplace stress is high and that officers have 
a problem in this area, as well as job satisfaction scores indicating lower levels of satisfaction 
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within their jobs.  As a result, 29% reported that they were currently considering a career change.  
The data also indicated that the female respondents reportedly experienced more stress and were 
not as satisfied with their jobs as the male officers; however, independent t-tests showed that 
these differences were not statistically significant and that both genders were equally likely to 
consider making career changes (Hassell et al., 2011).   
Ford et al. (2003) cite that “researchers have also examined the impact on departmental-
level factors on officers’ job satisfaction and on-the-job behavior, such as level of participatory 
management practices (Wycoff & Skogan, 1994), the amount of training provided (Rosenbaum 
et al., 1994), and the relationship between officers and their supervisors (Wilson & Bennett, 
1994)” (p. 161).  These variables are of importance and have a direct relationship to the theory of 
transformational leadership practices.  Employees must feel engaged in their work and have a 
sense of worth to the organization and its mission.  Without this particular focus and direction, 
not only does the employee and the organization suffer, but so does the community in which they 
both serve.  If the employee’s needs go unfulfilled and unsatisfied, the employee will likely take 
steps to dissolve the relationship (Halepota, 2005).   
Self-motivated employees are more apt to work toward organizational as well as personal 
goals because the melding of both provides even more job satisfaction (Hess et al., 2014). There 
are common threads that have been identified by previous research to include stress, gender, 
assignment, training issues, and relationships with department members and supervisors.  All of 
these must be taken into consideration when attempting to identify and quantify one’s overall job 
satisfaction in any working environment. 
 
 
 
 
61 
Organizational Commitment 
 The second dependent variable that was measured in this research study as it relates to 
transformational leadership behaviors in law enforcement is organizational commitment.  
According to Mowday, Porter, & Steers (1982), organizational commitment is defined as “the 
relative strength of an individual’s identification with and involvement in a particular 
organization” (p. 27).  Three key components are also associated with organizational 
commitment, including belief and acceptance of the organization’s goals and values, willingness 
to exert considerable effort on behalf of the organization, and a definite desire to maintain 
organizational membership (Locke & Latham, 1990).  Prior research suggests that work 
experiences and personal and organizational factors serve as antecedents to organizational 
commitment (Meyer & Allen, 1997).  
Kieres (2012) cites Firestone and Pennell (1993), defining organizational commitment as 
follows: “Most definitions of commitment focus on an attachment that goes beyond calculative 
involvement (Etzioni, 1961)—an affectively neutral exchange of services for money—to moral 
involvement . . . the common theme in these definitions is a committed person who believes 
strongly in the object’s goals and values, complies with orders and expectations voluntarily, 
exerts considerable effort beyond minimal expectations for the good of the object, and strongly 
desires to remain affiliated with the object” (Kanter, 1969; Mowday et al., 1982) (pp. 490-491). 
Management plays an important role in the development of employee attitudes, 
motivation, and organizational effectiveness (Van Dick et al., 2004; Wilson, 2005; Lasiewicki, 
2007).  Bass and Riggio (2006) write, “Although transformational leadership clearly affects the 
performance of work groups and organizations, the strongest effects of transformational 
leadership seem to be on followers’ attitudes and their commitment to the leader and the 
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organization. Moreover, it may be that it is the extraordinary commitment of the followers of 
transformational leaders that underlies the exceptional performance of many groups led by 
transformational leaders (p. 32).  The perception of organizational commitment has direct 
relevance to both transformational and transactional leadership behaviors.      
Halepota (2005) states, “According to a number of theories linking personal needs to 
motivation and performance, when one’s basic needs are fulfilled, people identify higher-level 
abstract needs that further motivate them to seek satisfaction.”  Following up on previous 
literature discussed in this review, he further states, providing an example, that Maslow’s theory 
of outlining the hierarchy of individual needs and Herzberg’s motivation theory relating 
Maslow’s hierarchy of needs to expectancy theory all describe reward systems implying that 
individuals are motivated to achieve personal goals beyond those that supply basic physiological 
needs—suggesting a complex need to challenge one’s self professionally (Halepota, 2005).  
Applying Maslow’s and Herzberg’s theories, Scott (1986) looked at the application of 
adult-life stage theories in public organizations; and based on this, certain issues can be expected 
to present themselves for different resolution during different life stages of employees (Denhardt 
et al., 2009).  Throughout life, individuals change and as a result their commitment to the 
organization will change based upon their personal needs, growth, and development.  Kanter and 
Ackerman (2004) support Scott’s (1986) application of adult-life stage theories and its influence 
on individual motives as well as cognitive and intellectual capacities.  Job satisfaction and 
overall motivation for groups of employees will also be influenced by factors not directly related 
to the work, such as educational background and the position held by the employee (Denhardt et 
al., 2009).  This theory has also received criticism, as Timney-Bailey (1987) believes that it is 
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based on false assumptions and tenure based on ageism and sexism, and Zeitz (1990) believes 
that the effects of life-stage on satisfaction are more situational.   
   In support of empirical research on the subject matter, Ford et al. (2003) write, 
“Because organizational commitment is a more global construct, we expect it to be more highly 
related to the more global construct of job satisfaction. This expectation is consistent with 
empirical findings that organizational commitment is positively related to job satisfaction” 
(Meyer, Allen, & Smith, 1993). 
Organizational Commitment in Law Enforcement 
 Like all public sector agencies, police forces are under constant pressure to improve their 
performance through better management of existing resources (Dick, 2011).  When police 
leadership fails to create organizational cultures that marry individual officers’ commitments to 
policing within department objectives, law enforcement agencies lose their abilities to efficiently 
achieve mission objectives in a number of ways (Whisenand & Ferguson, 2002).  Officers who 
are not committed to the organization tend to generate widespread negative ramifications for the 
organization, creating an atmosphere of diffused work stress (Jaramillo et al., 2005), turnover 
intention (Koslowsky, 1991), and even misbehavior among coworkers (Haarr, 1997) prospers 
(Shim et al., 2015).  Police culture is a variable, not a constant; and within any law enforcement 
agency, employees have differing views of their jobs and the community (Cordner, 2017).  This 
culture and how the officers are perceived within their communities has a direct impact on the 
level of commitment displayed by the officers of that agency.  If the agency has a “high 
standing” or solid reputation within their community, it would lead one to believe that the 
officers are more committed to the organization and communities they patrol.  
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 Dick (2011) writes, “Little research has been done that explains how officers’ 
organizational commitment, an essential requirement for above average employee productivity, 
can be improved” (p. 557).  One of the earliest studies of policing and commitment was 
conducted by Van Maanen (1975), who examined the development trend of organizational 
commitment (Dick, 2011).  His findings revealed that as tenure and experience increased, the 
officers’ level of organizational commitment decreased.  He attributed this to the “powerful 
character of the police socialization process” (1975, p. 207), as well as their motivation to gain 
acceptance from their supervisors. 
 More recent research seeking to identify organizational commitment in policing has been 
minimal in recent decades.  Beck and Wilson (2000) conducted a study of 479 Australian police 
officers, utilizing Porter and Smith’s OCQ, which also determined that organizational 
commitment declined with tenure.  The study utilized a cross-sequential design, advocated in the 
life-span development approach to determine a relationship between tenure and commitment.  
Results indicated that a persistent decrease in commitment existed with increased tenure in the 
range between 1 to 9 years and 15 to 19 years in the sample of police officers.                
 Lasiewicki (2007) conducted a study on police officers that sought to measure individual 
commitment to policing and organizational perspectives in northern Arizona.  The focus of this 
study was to determine how organizational relationships affect how well individual 
commitments to policing align with organizational objectives.  This qualitative study was based 
on 20 interviews with sworn law enforcement officers inquiring as to the organizational 
relationships with their agencies.  Lasiewicki (2007) reported that officers are called to police 
work to satisfy a need to represent the law, protect victims, and confront the lawless as well as to 
have the opportunity to seek out knowledge and opportunities that improve their chances at 
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making meaningful contacts. Further, individual police officers' commitments to policing are 
personal, and successful police managers benefit from this understanding to influence employees 
toward desired behavior. 
Dantzker and Surrette’s (1997) study, noted that organizational commitment had a direct 
reflection on police department size, citing that police departments employing fewer than 100 
officers were found to have a higher rate of job satisfaction than those employing between 101 
and 500 officers (Julseth, Ruiz, & Hammer, 2011).  There could be many reasons why this result 
was determined.  First, those agencies with fewer than 100 officers tend to police smaller 
communities and have a more direct connection to the community.  Second, within these smaller 
agencies, oftentimes the officers hired come directly from their communities.  This provides 
support for additional research in this area, as “community policing” is one of the factors that is 
often measured when attempting to determine levels of commitment within police organizations.    
Ford et al. (2003) conducted a research study on organizational commitment in law 
enforcement with a direct emphasis on community policing in the Midwestern United States, 
gathering data from 11 police departments.  Utilizing the Organizational Commitment 
Questionnaire (OCQ) by Porter, Steers, Mowday, and Boulion (1974), the researchers identified 
two levels of commitment distinct from one another: commitment to the organization as a whole 
and commitment to the strategic direction of community policing within the agency.  Results 
from 432 respondents (90%) indicated that organizational commitment was directly related to 
job satisfaction but only indirectly related to officers’ behaviors consistent with those expected 
with a community-policing orientation.     
Dick’s (2011) research was conducted using a population survey of a county police force 
in the United Kingdom.  Managerial, job, and demographic variables were analyzed to identify 
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influences of officers' organizational commitment. Results were determined with a 48% response 
and indicated that experiences in the way officers are managed were found to have the strongest 
influence on their organizational commitment, while job related variables were found to have a 
lesser influence. The decline in organizational commitment found in the early years of officers' 
careers should be a cause for concern for senior leaders in the police. The survey instrument 
utilized was his own (Metcalfe & Dick, 2001), opting not to utilize the OCQ instrument and 
stating that his instrument has proven to be more relevant to policing and more widely used than 
the OCQ instrument of Porter et al.  
Research on organizational commitment in law enforcement has primarily focused on the 
variable of tenure, or time with the organization.  Few studies have been conducted and most 
have utilized the OCQ with consistent findings that with increased years of service, there was a 
decrease in the officers’ commitment to the organization (Dick, 2011; Beck & Wilson, 2000; 
Van Maanen, 1975).  This researcher believes that tenure does impact commitment as indicated 
in the research as well as other variables such as supervisor (Dick, 2011) and strategy or 
philosophy (community policing) of the agency (Lasiewicki, 2007).      
Transformational/Transactional Leadership and Job Satisfaction – Organizational 
Commitment Studies in Law Enforcement 
 Since the inception of transformational leadership theory, numerous studies have been 
conducted by researchers in a variety of public and private work contexts linking specific 
behaviors of the theory to both employee job satisfaction and their organizational commitment.  
As the Full Range Leadership Model job satisfaction and organizational commitment have been 
defined and examined on their own accord within the context of American law enforcement; an 
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assessment of relevant research on the relationship between them is necessary to provide a 
sufficient context for this study.   
Few studies have been conducted linking the Full Range Leadership model with job 
satisfaction and organizational commitment in the law enforcement profession.  Those that have 
been conducted have produced various results from researchers.  When police leadership fails to 
create organizational cultures that marry individual officers’ commitments to policing with 
departmental objectives, law enforcement agencies lose their ability to efficiently achieve 
mission objectives in a number of ways (Whisenand & Ferguson, 2002).  Measuring leadership 
perspectives from a traditional autocratic viewpoint has become increasingly difficult in today’s 
society. As a result, many police chiefs have adapted to a more transformational approach to 
their leadership style.  As a group, recent studies on police chiefs clearly noted their belief in the 
efficacy of an inclusive and humanistic style of police leadership (Andreescu & Vito, 2010). 
Shim et al. (2015) write, “Consistent with findings from other fields of study, research 
argues that transformational leadership significantly predicts police commitment (Swid, 2014; 
Pillai & Williams, 2004) and further is more prominent than the effects of other styles of 
leadership on commitment” (Swid, 2014; Indrayanto et al., 2014).”     
As discussed previously in this study, Morreale (2003) had conducted a research study 
utilizing the MLQ in various municipal and state law enforcement agencies throughout New 
England, attempting to identify and measure the relationship of leadership behaviors that may 
improve productivity and personnel retention (job satisfaction) and extra effort in an organization 
as reported by subordinates.  This research study has similarities to Morreale’s (2003) study in 
which he was attempting to identify leadership in the public sector, specifically law enforcement, 
in relation to the benefits of certain leadership styles and their impact on job satisfaction, 
 
 
68 
effectiveness, and the “extra effort” component of subordinate police officers.  Morreale’s 
research was based upon Bass’s (1985) research of transformational, transactional, and laissez-
faire leadership styles and also utilized the Multifactor Leadership Questionnaire (MLQ-5X- 
Short), which is conducted in this study along with two additional survey instruments, the 
Organizational Commitment Questionnaire (OCQ) and the Minnesota Job Satisfaction 
Questionnaire (MSQ), which were not utilized in the original study. 
The Sarver and Miller (2014) research was less conclusive when results of their study 
indicated that female participants were more likely to engage in transformational leadership 
behaviors than their male counterparts who were more evenly split across leadership styles.  
Although it was hypothesized that the transformational leadership style would be most prevalent 
among this sample of police chiefs (Kapla, 2005; Morreale, 2003; Singer & Singer, 1990), 
results indicated an equal distribution of styles; of the 161 participants, 57 were categorized as 
transactional leaders (35.4%), followed by 54 transformational leaders (33.5%), and 50 
passive/avoidant leaders (31.1%) (Sarver & Miller, 2014). 
Alvarez et al. (2014) conducted their research utilizing the Spanish version of the MLQ 
in an attempt to identify rank with transformational and transactional leadership attributes.  
Findings showed that these behaviors were most often displayed at the highest levels and may be 
attributed to higher levels of formal education in addition to specialized management training.  
These findings were consistent with Carmenaty’s (2013) study here in the United States, 
measuring education and its impact on transformational leadership in a large police agency in the 
state of Texas, stating that level of education was a significant predictor of followers’ 
perceptions of leadership styles employed by police leaders.  
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Julseth, Ruiz, & Hummer’s (2011) and Hassell, Archbold, & Stichman’s (2011) research 
studies on job satisfaction of municipal police officers was consistent with previous studies 
conducted by Burke & Mikkelsen (2005), Dantzker & Surrette (1997), Buzawa (1984), and 
Buzawa, Austin, & Bannon (1994).  Wycoff and Skogan (1994) found that officers’ beliefs in 
management practices were based on a participatory management approach and were linked to 
officers’ satisfaction and receptivity to change.  
Shim, Jo, and Hoover (2015) conducted a study on transformational leadership and 
organizational commitment of South Korean police officers, utilizing the MLQ and Allen and 
Meyer’s (1990, 1996) affective commitment scales.  Data were collected through these surveys 
from 358 Korean police officers who were attending various training programs.  Within this 
study, transformational leadership appeared to be strongly (or moderately) correlated with two 
types of cultures (group and developmental) and organizational commitment (r = 0.506, r = 
0.541, r = 0.328, respectively), whereas weak or no correlations are indicated with respect to 
rational (r = 0.157) and hierarchical cultures (r = 0.114) (Shim et al., 2015). Shim et al. (2015) 
found overall, despite the moderate bivariate correlation (r = 0.328) between transformational 
leadership and organizational commitment, no direct pathway linking transformational 
leadership to commitment was found in this study. 
 Densten (1999) found that transformational leadership ratings were significantly lower 
than the norm in Australia, indicating that senior officers exerted a significantly lower amount of 
effort, believed their leaders to be significantly less effective than the norm, and were 
significantly more satisfied than the established norms of Bass and Avolio (1997) in addition to 
finding higher levels of subordinate satisfaction with transactional leadership (Sarver & Miller, 
2014).   
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Transformational/Transactional Leadership and Job Satisfaction – Organizational 
Commitment Studies outside of Law Enforcement  
 A multitude of studies have been conducted linking both job satisfaction and/or 
organizational commitment to transformational leadership behaviors.  Due to this extensive body 
of research, an analysis of all of them would be well beyond the scope of this study and extend it 
beyond its intent.  Some recent studies were reviewed, including the research study that 
prompted my interest in the topic of transformational leadership and the study of the Full Range 
Leadership (FRL) model. 
 As this current study is modeled upon Kieres’ (2012) research of transformational and 
transactional leadership behaviors and their impact on job satisfaction and organizational 
commitment in a school environment, it would be most appropriate to discuss the results of her 
study.  Kieres’ (2012) study was conducted on 504 public school educators in five eastern 
regional Pennsylvania school districts with varying staff populations 41-190.  Three surveys 
were administered to include the Multifactor Leadership Questionnaire (MLQ-5X), the 
Organizational Commitment Questionnaire (OCQ), and the Minnesota Job Satisfaction 
Questionnaire (MSQ).  A response rate of 30% was received from the original sample of 504 
teachers for a total of 152 responses.  Demographic information was also obtained through this 
study, which yielded results indicating predominantly more females (61%) responded to the 
survey than males (36%), with 3% failing to disclose gender.  Job satisfaction scores ranged 
from 20-60 (intrinsic), with a mean of 50.57, 7-30 (extrinsic), with a mean of 21.65 and 44-100 
(general), with a mean of 80.08.   The mean score for organizational commitment within teacher 
groups was 4.52, with a range of 3.13-5.87.  Further demographics were broken down into 
characteristics and subgroups (gender, age, years of experience), which provided further data 
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relative to each.  When the data were collected and presented relative to the sample population of 
principals, similar results were found, but both intrinsic (51.8) and general (82) job satisfaction 
had slightly higher means. Kieres (2012) further reports that the mean score of the organizational 
commitment scale was 4.52, which again is comparable to that of public employees in the 
normative sample group (p. 67).    
Within Kieres (2012) exploratory research, it was determined that some or all of the five 
transformational leadership behaviors were predictive of teacher job satisfaction and 
organizational commitment.   According to Kieres (2012), transformational leadership behaviors 
accounted for between 3%-13% of the variance in teachers’ intrinsic job satisfaction, between 
38%-46% of variance in teachers’ extrinsic job satisfaction, between 19%-22% of the variance in 
teachers’ general job satisfaction and between 12%-21% of teachers’ organizational 
commitment.  She also found that two dimensions of transactional leadership behaviors impacted 
job satisfaction and organizational commitment.  Contingent reward behavior accounted for 9% 
of the variance for intrinsic job satisfaction, 44% of the variance for extrinsic job satisfaction, 
and 26% of the variance for general job satisfaction, while passive-management-by-exception 
behavior accounted for between 3%-23% of the variance in job satisfaction and 15% of the 
variance in organizational commitment.    
Avolio, Zhu, Koh, and Bhatia (2004) conducted a study of 520 staff nurses at a public 
hospital in Singapore in an attempt to determine whether the effects of psychological 
empowerment mediated the effects of transformational leadership on followers’ organizational 
commitment.  The study had a rather high response rate of 80% and utilized 20 items from the 
Multifactor Leadership Questionnaire (MLQ) to measure transformational leadership, including 
idealized influence, inspirational motivation, intellectual stimulation, and individualized 
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consideration (Avolio et al., 2004).  A 12-item scale was used to measure psychological 
empowerment: competence, impact, meaning, and self-determination.  Each component was 
broken down to three items adapted from valid and reliable scale ratings.  In this study, 
organizational commitment was measured by a nine-item scale developed by Cook and Wall 
(1980) which includes identification, involvement, and loyalty. 
 A hierarchical linear model (HLM) approach was used, as it has several advantages, 
allowing researchers to conduct group mean analyses that make appropriate adjustments for 
group size differences, accommodating variables at multiple levels, and accounting for 
dependence among individuals (Avolio et al., 2004; Arnold, 1992; Gavin & Hofmann, 2002; 
Raundenbush & Bryk, 2002).  
 Research findings indicated three main conclusions.  First, consistent with previous 
studies (Dvir et al., 2002; Howell & Hall-Merenda, 1999; Kirkpatrick & Locke, 1996; 
Walumbwa & Lawler, 2003), the researchers found a positive association between 
transformational leadership and organizational commitment (Avolio et al., 2004).  Avolio and his 
team (2004) determined that the relationship between transformational leadership (at the direct 
immediate level) was only modestly related to followers’ level of empowerment and 
organizational commitment based on correlational analyses and was not significantly related in 
the HLM analyses (p. 962).   
 Second, results suggest that differences in employee levels of organizational commitment 
may be explained in part by the differences in how empowered employees feel with respect to 
working with their more senior and indirect supervisor, which confirmed prior research (Kanter, 
1983; Spreitzer, 1995; Thomas & Velthouse, 1990; Wayne et al., 2000; Wiley, 1999) in that 
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empowered employees appear to be more likely to reciprocate with higher levels of commitment 
to their organization (Avolio et al., 2004). 
 Last, researchers found that structural distance did moderate the relationship between 
transformational leadership and organizational commitment, specifically at the more direct 
senior level, and had a more positive relationship with the employees’ level of organizational 
commitment as compared to the relationship between commitment and ratings of 
transformational leadership of followers’ immediate supervisor (Avolio et al., 2004).  This 
finding varied from the researchers’ hypothesis and contradicts previous research on the subject.  
This does however provide support to Zaccaro and Klimoski’s (2001) argument that different 
dimensions of organizations, including structural distance, can moderate the nature of 
organizational leadership and its antecedents and consequences (Avolio et al, 2004).  
 In conclusion, Avolio, Zhu, Koh and Bhatia (2004) indicate that a more complete 
understanding of what drives levels of employee commitment may need to include some focus 
on how empowered followers feel within their work roles and the relationship they have with 
both indirect and direct supervisors.  It appears, based on these preliminary results, that by 
empowering employees, transformational leaders may also be demonstrating their trust in their 
followers’ capability, therefore creating opportunities for them to significantly impact their work, 
which could lead to higher levels of identification with and commitment to the organization  
(p. 963). 
 Shibru and Darshan (2011) targeted concepts of transformational leadership and its 
correlation with subordinate satisfaction with the leader in leather companies in Ethiopia.  The 
focus of the study was centered on the four dimensions of transformational leadership: idealized 
influence (attributes and behaviors), inspirational motivation, intellectual stimulation, and 
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individualized consideration.  The survey instrument used was the Multifactor Leadership 
Questionnaire (MLQ), and ten companies were randomly selected to engage in this study.  
Shibru and Darshan (2011) write that the MLQ has excellent validity and reliability (Lievens, 
Geit, & Coetsier, 1997), which has been confirmed by researchers and used extensively 
throughout the world (p. 691).  Stratified sampling was used in an effort to retain fairness in 
representing participants with the selection on 168 subordinates of the ten companies, whereas 
147 returned the questionnaires for a response rate of 86.3% (Shibru & Darshan, 2011). 
 To test their hypotheses, the researchers used the Pearson correlation coefficient to 
determine the possible relationship between transformational leadership and its factors with 
subordinate satisfaction of the leader.  The results of this statistical analysis revealed that the 
outcome of the Pearson testing found statistically significant correlations between each 
dimension of transformational leadership and satisfaction with the leader.  Additionally, all 
dimensions of transformational leadership are strongly correlated with satisfaction with the 
leader (Shibru & Darshan, 2011).    
 The results of this study found consistent results with the prior work of researchers, 
indicating high correlation between components of transformational leadership with subordinate 
satisfaction with the leader and the summated transformational leadership with subordinate 
satisfaction with the leader.  As practical implementation of transformational leadership 
increases, so does subordinate satisfaction with the leader (Shibru & Darshan, 2011).     
 Wang, Ma, and Zhang (2014) conducted a study on transformational leadership and 
organizational commitment in a manufacturing plant in China.  The MLQ was administered 
along with three other surveys measuring organizational commitment, organizational justice, and 
job characteristics.  Their quantitative research provided results that support a structural model 
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whereby transformational leadership is both directly and indirectly associated with the 
organizational commitment of agency workers through perceived organizational justice and job 
characteristics (Wang et al., 2014).    
Summary 
 Leadership is an extremely diverse area of study that continues to develop over time.  
Many theories exist, as has been presented in the literature.  Transformational leadership and the 
Full Range Leadership model have been examined utilizing the Multifactor Leadership 
Questionnaire (MLQ-5X) more than any other leadership survey instrument.  The Full Range 
Leadership Model, which incorporates both transformational and transactional leadership 
behaviors, has evolved in the decades since House (1976) proposed his model of charismatic 
leadership and Burns’ initial work in Leadership (1978).  Refined by Bass through continued 
years of study and research, independently as well as with various colleagues, Bass and his 
colleagues were able to develop the FRL that would be measured to empirically test his model in 
various settings, including military, hospitals, corporations, schools, and law enforcement.  Since 
its introduction, numerous studies have been published by researchers in a wide variety of fields 
who have sought to validate, test, and measure this FLR model.  From a law enforcement 
perspective, this model has been used in research studies throughout the United States, Europe, 
and Australia.    
Overall, the literature on police leadership attitudes stresses the relationship between the 
chief and his or her followers in which both sides are influenced by the level of trust they have in 
each other and by their experience and talents (Andreescu & Vito, 2010).  From Fuld’s first 
dissertation proposal in law enforcement in 1906 through the traditional model of the autocratic 
leader- and business-based approaches, emphasis has shifted to a more transformational or 
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democratic-based approach, placing importance on individuals as a vital key to successful 
leadership in policing.  The literature and research indicates that such an approach by the chief 
executive has a more positive impact on the organization, the officers, and the communities they 
serve.     
 Individuals can be committed to their police agency for a variety of reasons, and 
traditional approaches to examining organizational commitment have lacked efficacy for 
predicting specific work-related behaviors (Ford et al., 2003).  Lasiewicki (2007) writes, “Many 
law enforcement professionals are motivated internally by a commitment to policing that drives 
professional behavior to satisfy the complex needs set out by the preconditions of their calling 
(Hall & Chandler, 2005; Wrzesniewski, 2002). As a result, due to organizational qualities unique 
to law enforcement, there may be police-specific management issues capable of affecting the 
behavior of law enforcement professionals” (Wood & MacAlister, 2005).   
 Literature on the subject suggests that para-military organizations, such as police, will 
have high levels of organizational commitment because they exhibit organizational cultures that 
have strong norms for obligation, internalization, and identification, conditions that facilitate 
organizational commitment (Bergman, 2006).  Other factors need to be taken into consideration, 
such as those discussed by Buzawa (1982), Buzawa et al. (1994), and Robinette (1982) in 
relation to job satisfaction (Dantzker & Surrette, 1997; Hassell et al., 2011; Julseth et al., 2011) 
and organizational commitment (Dantzker & Surrette, 1997; Ford et al., 2003; Dick, 2011).  As 
individual factors influence satisfaction, scholars of management interested in understanding 
motivation in the workplace have directed a body of research toward investigating the 
relationship between satisfaction and motivation—the level of effort one puts forth to accomplish 
organizational tasks (Hwang & Kuo, 2006). 
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 As stated by Kieres (2012), a strong base exists in all three areas discussed in the 
literature review: transformational/transactional leadership, job satisfaction, and organizational 
commitment.  Research studies within and outside the law enforcement profession have 
supported a link between components of transformational leadership behaviors and job 
satisfaction, organizational commitment, or both. As such, this researcher is unaware of any 
studies in law enforcement that have investigated these three variables exclusively, specifically 
utilizing the three survey instruments proposed in this research study.  It is therefore relevant to 
examine and identify the amount of variance in police officer job satisfaction and organizational 
commitment that can be explained by police chiefs’ transformational leadership behaviors above 
and beyond the influence of transactional behaviors.      
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CHAPTER III 
METHODOLOGY 
Introduction 
 This research study was based on quantitative design utilizing survey data that sought to 
contribute to the body of knowledge on the effects of transformational and transactional 
leadership qualities in the law enforcement setting.  The study attempted to identify the amount 
of variance in police officer job satisfaction and organizational commitment that can be 
explained by police chiefs’ transformational leadership behaviors above and beyond the 
influence of transactional behaviors.  This chapter includes a description of the sample 
population, instrumentation, data collection, and analysis methods that were utilized in 
conducting this study. 
Primary Research Question 
Beyond that of transactional leadership practices, what, if any, impact do police chiefs’ 
transformational leadership behaviors have on police officers’ job satisfaction and organizational 
commitment? 
Subsidiary Research Questions 
1. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of idealized influence as a practice have on police 
officers’ job satisfaction and organizational commitment? 
2. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of inspirational motivation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
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3. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of intellectual stimulation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
4. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of individualized consideration as a practice have 
on police officers’ job satisfaction and organizational commitment? 
Research Design 
 This study was conducted utilizing a quantitative research methodology.  According to 
Creswell (2009), quantitative research problems are best addressed by understanding what 
factors or variables influence an outcome.  Quantitative research typically tries to measure 
variables in some way, perhaps by using commonly accepted measures of the physical world 
(rulers, thermometers, oscilloscopes) or carefully designed measures of psychological 
characteristics or behaviors (tests, questionnaires, rating scales) (Leedy & Ormrod, 2010).  This 
study was conducted utilizing correlational research, which is a form of quantitative 
investigation that seeks to specifically describe, rather than explain, predict, or control the 
“phenomena of interest.”  In correlational studies, researchers gather data about two or more 
characteristics for a particular group of people or other appropriate units of study and these data 
reflect specific measurements of the characteristics in question (Leedy & Ormond, 2010).   
A survey design provides a quantitative or numeric description of trends, attitudes, or 
opinions of a population by studying a sample of that population (Cresswell, 2009).  By using 
this research methodology, I was able to collect data in order to identify and/or measure the 
relationship between two or more variables.  The predictor variables in this study consist of the 
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five transformational dimensions and three transactional dimensions of Bass’ (1985) Full Range 
Leadership model which are broken down later in this chapter.     
Population and Sampling Procedure 
 The population for this study was New Jersey certified police officers from six law 
enforcement agencies located in central New Jersey, more specifically Monmouth and Ocean 
counties.  The selected law enforcement agencies range from medium size (43 officers) to large 
(159 officers) and primarily encompass suburban communities.  Of the five municipal law 
enforcement agencies, three were selected in Monmouth County and three were selected in 
Ocean County.  Of the respective police agencies participating in this research study, five were 
Title 40 agencies and one was a Civil Service Commission regulated police department.  The 
municipal police departments in this area are homogeneous in terms of socioeconomic and racial 
diversity for the communities they serve.  The range in population for these municipalities is 
27,000-92,000 according to the 2010 census recordings.  Prior to the implementation of the 
survey instruments, one Ocean County police agency requested to withdraw their participation 
and be omitted from the study due to unspecified labor-related issues. 
 Due to the participatory approval needed to conduct this research study, the sample was 
selected using non-probability, convenience sampling.  Also known as accidental sampling or 
haphazard sampling, convenience sampling allows a researcher to investigate all subjects who 
are available at the time of the study (Kieres, 2012).  As in the original study conducted by 
Kieres (2012), convenience sampling was determined to be applicable in this study.  Doing so 
allowed each officer in the participating agencies the same opportunity to complete the survey 
and it was expected to yield higher levels of participation than random or purposeful sampling, in 
which participation is completely optional for all potential participants. The total number of 
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police officers in each police department under study varies from 54 to 159, and the total number 
of police officers surveyed (total population or N) was 430.         
Instrumentation 
 This study used three separate instruments which were administered to participants in this 
study utilizing email implementation.  The surveys were administered through each agency’s 
email system along with a link connected to the web-based system Transform, which is a 
customized survey-based system from Mind Garden, Inc., displaying the consent form.  Each 
agency had its own agency, specific identification relative to their police chief and secure log-in 
to the surveys.  Each survey instrument is described below, including information relative to 
their validity and reliability. 
The Multifactor Leadership Questionnaire (MLQ-5X – Short) 
 The Multifactor Leadership Questionnaire (MLQ) was developed by Bass and Avolio 
(1994) in an effort to measure the difference between transformational and transactional 
leadership in relation to Bass’ model.  In Chapter II of this study, the Multifactor Leadership 
Questionnaire (MLQ) was described to measure three different types of leadership qualities 
(transformational, transactional, and laisse-faire) with each displaying its own distinct qualities.  
First, the four dimensions of transformational leadership are measured: idealized influence (II), 
inspirational motivation (IM), intellectual stimulation (IS), and individualized consideration (IC).  
Next, the MLQ measures three dimensions of transactional leadership: contingent reward, 
including active and passive forms of management by exception.  The last measurement that this 
instrument measures is laisse-faire leadership, which is oftentimes referred to as passive 
leadership.  Together, the three types of leadership described here comprise what Bass and 
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Riggio (2006) call the Full Range Leadership (FRL) model (Kieres, 2012).  Table 1 provides 
details of each component in this model.  
Table 1 
Leadership Styles Measured by the Multifactor Leadership Questionnaire 
 
 Leadership Style     Characteristics and Sample Items 
Transformational Leadership 
Idealized Influence (II-A) (II-B) The leader serves as a role model for 
followers and is admired, respected and 
trusted. 
Inspirational Motivation (IM) The leader motivates and inspires followers 
by providing meaning and challenge to their 
work. 
Intellectual Stimulation (IS) The leader stimulates followers’ efforts by 
questioning assumptions, reframing 
problems, and approaching old situations in 
innovative ways. 
Individualized Consideration (IC) The leader pays attention to individual 
followers’ needs for achievement and 
growth, acting as mentor or coach. 
Transactional Leadership 
Contingent Reward (CR) The leader gains agreement from followers 
about what needs to be done by offering 
rewards in exchange for satisfactory 
assignment completion.  
Management by Exception – Active The leader actively monitors followers’ 
errors or deviance from standards and takes 
corrective action as necessary. 
Management by Exception - Passive The leader waits passively for errors or 
deviance from standards and then takes 
corrective action. 
Laissez-Faire Leadership (LF) The leader avoids exerting leadership or 
taking action on important issues. 
______________________________________________________________________________
Source: Bass & Riggio, 2006  
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 The rating form of the MLQ includes 45 descriptive statements asking for the 
participants’ response based on a Likert-style five-point scale utilizing the following ratings: (0) 
Not at all, (1) Once in a while, (2) Sometimes, (3) Fairly often (4) Frequently, if not always.  Of 
the 45 descriptive statements, 36 measure leadership behaviors, while nine items measure 
leadership outcomes.  Permission to utilize this instrument was granted by Mind Garden, Inc. in 
June 2017 (see Appendix E). 
 There exists strong evidence demonstrating the construct validity of the MLQ in research.  
Bass and Riggio (2006) asserted that the instrument “has been subjected to extensive factor 
analyses to examine both the model of transformational leadership, the larger FRL theory 
(FRLT), as well as the question of whether the MLQ adequately measures these constructs” 
(Kieres, 2012).  In a critique of transformational and charismatic leadership, Yukl (1999) 
reported that in studies using the Multifactor Leadership Questionnaire (MLQ) to appraise 
leaders, transformational leadership was positively related to subordinate satisfaction, 
motivation, and performance (Northouse, 2013).  Although some researchers have suggested 
collapsing or combining some of the nine factors, recent research (Antonakis, Avolio, & 
Sivasubramaniam, 2003) provided support for the multidimensional structure represented by the 
MLQ (Kieres, 2012).  Further, MLQ scales have demonstrated good to excellent internal 
consistency with alpha coefficients above the .80 level for all MLQ scales, using the most recent 
version of the MLQ across a large sample (Bass & Riggio, 2006).According to Nunnally and 
Bernstein (1994), reliability coefficient values of .70 are acceptable, while values of .80 and 
higher are preferable when conducting basic research (Kieres, 2012). The MLQ has been utilized 
by researchers in various transformational leadership studies throughout the world in numerous 
public and private services to identify key traits of leaders in these settings. The MLQ was 
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selected as a result of its established reliability across both public and private sector work 
settings.  As shown, Table 2 displays the reliability score of this instrument, which varies from 
.69 to .83.
Table 2 
MLQ-5X 2004 Reliability Score 
 
     Scale                                          Reliability 
     Transformational Leadership 
 Idealized Influence: Attributed     0.75 
 Idealized Influence: Behaviors    0.70 
 Inspirational Motivation     0.83 
 Intellectual Stimulation     0.75 
 Individualized Consideration     0.77 
     Transactional Leadership 
 Contingent Reward      0.69 
 Management by Exception: Active    0.75 
 Management by Exception: Passive    0.70 
     Laissez-faire Leadership      0.71 
     Note: Total Reliability Scores (US) N = 27,285 
     Source: Avolio & Bass, 2004 
Organizational Commitment Questionnaire (OCQ) 
 The Organizational Commitment Questionnaire (OCQ) was developed by Mowday et al. 
(1979) in an effort to measure the level and relative strength of individuals’ commitment to the 
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organizations in which they are employed.  The questionnaire contains 15 descriptive statements 
that require the participant to respond utilizing a seven-point Likert-style scale based on the 
following ratings: (1) strongly disagree, (2) moderately disagree, (3) slightly disagree, (4) neither 
disagree nor agree, (5) slightly agree, (6) moderately agree, and (7) strongly agree.  In order to 
measure this instrument, the results from each question are tallied and the sum is divided by 15 
to arrive at a summary indicator of employee commitment.  When the instrument was devised, 
some of the items were phrased negatively and reverse scored in order to attempt to reduce 
response bias (Mowday, Porter, & Steers, 1979).  In their effort to validate their instrument, 
Mowday, Porter, and Steers administered the questionnaire to 2,563 individuals from diverse 
working environments, including employees from public services, universities, hospitals, banks, 
and the auto industry as well as scientists and engineers.  Their research findings indicated that 
the coefficient α was found to be consistently high, with a range from .82 to .93 and a median of 
.90 across all disciplines.  It was also determined that each item on the instrument had a positive 
correlation with the total score for the OCQ, with the average-items correlations ranging from 
.36 to .72, and with a median correlation of .64 across all disciplines.  In their meta-analysis, 
Mathieu and Zajac (1990) examined 90 samples, in which 80 (N= 24,258) reported an average 
internal consistency reliability of .882 (SD=.038) for the OCQ (Kieres, 2012).  As a result of the 
OCQ being in the public domain, I was not required to obtain permission to use this instrument 
for this study.  
Minnesota Job Satisfaction Questionnaire (MSQ) 
 The Minnesota Job Satisfaction Questionnaire (MSQ) was originally developed in 1963 
and is designed to measure an employee’s satisfaction with various aspects of work and the work 
environment. More specifically, the MSQ offers specific information related to job-related 
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reinforcers or specific aspects of work that a person finds rewarding and the degree to which a 
person’s vocational needs and values are satisfied (DeMato & Curcio, 2004; Holcomb-McCoy & 
Addison-Bradley, 2005; Lyons, Fassinger, & Brenner, 2005; Weiss, Dawis, England, & 
Lofquist, 1967; Young, 2001). The MSQ was developed by the University of Minnesota 
Industrial Relations Center as part of the Work Adjustment Project studies to measure 
“satisfaction with several specific aspects of work and work environments” (Weiss, Dawis, 
England, & Lofquist, 1967).  There are two types of this form, the long and short form.  For the 
purposes of this study, the short form was utilized and consists of 20 items and three scales rating 
the following factors: intrinsic satisfaction, extrinsic satisfaction, and general satisfaction.  
Participants are asked to complete the questionnaire by responding to a five-item Likert-style 
scale for each item with one of the following ratings: (1) very dissatisfied; (2) dissatisfied; (3) 
neither satisfied no dissatisfied; (4) satisfied; (5) very satisfied.  These scores are established by 
adding the weights for responses chosen by the participants for the items in each scale.      
 In relation to determining the validity and reliability of the MSQ, Weiss et al. (1967) 
conducted tests which yielded high reliability coefficients.  Weiss and his fellow researchers 
determined that the coefficients ranged from .84 to .91, with a median reliability coefficient of 
.86 on the intrinsic satisfaction scale.  They also determined that the coefficients ranged from .77 
to .82, with a median reliability coefficient of .80 on the extrinsic satisfaction scale.  On the 
general satisfaction scale, it was determined that the coefficients ranged from .87 to .92, with a 
median reliability coefficient of .90.  As cited by Kieres (2012), the authors were able to 
document support for the validity of the MSQ scales as measures of satisfaction (p. 26).  
Permission to use the MSQ short form from the Department of Vocational Psychology Research 
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at the University of Minnesota is no longer necessary, as all forms are available under a 
“Creative Commons Attribution-Non Commercial 4.0 International License.”     
Demographic Information 
Demographic information of participants was also collected as a part of this study and 
included questions relative to police officer job assignment (patrol, detective/other, and 
supervisor), age, gender, and years of law enforcement service.  
Collection of Data 
As I started this study, I needed to determine which police agencies would be willing to 
participate in this research project.  The researcher sent out a request of participation to conduct 
this study to municipal chiefs of police in suburban communities in two counties located in 
central New Jersey (Appendix B).  These letters are not included in this study in order to protect 
the confidentiality of the subjects and the subject law enforcement agencies involved.  Additional 
approval to use this population was gained from the Institutional Review Board (IRB) at Seton 
Hall University (Appendix D).  Each police officer who participated in this study received an 
email from their respective chief of police, advising them of this research study and requesting 
that they complete an online survey administered by Mind Garden, Inc. through each agency’s 
email system.  This researcher then obtained each individual officer’s email and sent each a 
request through Mind Garden, Inc., with a specific link to the chief of police and the consent 
form provided on the Transform platform to complete within a two-week timeframe.  This email 
contained a link to the password-protected survey, in addition to the approved letter of 
solicitation (Appendix C) and consent form.  After ten days following the initial email request to 
complete the survey, a follow-up email request was sent to potential participants who had not yet 
completed the survey instruments, reminding them they had an additional four days left to do so.  
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Each chief of police from the participating agencies received a separate email with a specific 
URL unique to each to complete the Multifactor Leadership Questionnaire 5X – Short Leader 
Form survey instrument only and were not requested to complete the Job Satisfaction (MSQ) or 
Organizational Commitment Questionnaires (OCQ).    
Table 3 contains information relative to the total population, sample, and participation 
rate for each police agency participating in this research study. 
Table 3 
 
Population and Participation Rates by Law Enforcement Agency 
 
Police Agency   # of Officers (N) # Participants (n)       %Participation    
Department A    159   58      36% 
Department B    67   43      64% 
Department C    88   33      38% 
Department D    62   15      25% 
Department E    54   17      32% 
Totals                                                 430                              166                                  38%                           
 
Analysis of Data 
Upon receiving and collecting the survey information as of the closing date, I imported 
the participants’ responses into the IBM SPSS (Version 24) software program to analyze the 
data.  At this point, descriptive statistics were generated and analyzed to determine mean scores 
of each survey instrument, frequency distributions, and demographic information from the 
sample to coincide with Kieres’ (2012) original study.  Relevant demographic information 
included age, gender, years of service, and job assignment/classification.  The added variable of 
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job assignment is appropriate due to the fact that position within the agency may/may not play a 
factor in responses to the survey instruments.     
Table 4 
Key to Dummy Coded Demographic Variables 
Variable      Codes 
Gender      1 = female 
       2 = male 
Age       1 = under 40 y/o 
       2 = over 40 y/o 
Experience      1 = less than 10 years 
       2 = 10 years but less than 20 
       3 = 20 or more years 
Job Assignment     1 = Patrol (uniform) 
       2 = Detective (investigations/services) 
       3 = Supervisor (Sgt. and above) 
Total        430 
 
Research Questions 
The primary research question for this study was as follows: 
Beyond that of transactional leadership practices, what, if any, impact do police chiefs’ 
transformational leadership behaviors have on police officers’ job satisfaction and organizational 
commitment?  Additional subsidiary questions related to this study include the following: 
1. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of idealized influence as a practice have on police 
officers’ job satisfaction and organizational commitment? 
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2. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of inspirational motivation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
3. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of intellectual stimulation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
4. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of individualized consideration as a practice have 
on police officers’ job satisfaction and organizational commitment? 
I sought to identify and define the relationship between the predictor variables 
(transformational and transactional leadership behaviors) and four outcome variables (three types 
of job satisfaction—intrinsic, extrinsic, and general—as well as organizational commitment) in 
relation to police leadership and their impact on subordinate police officers.  Each chief of police 
completed the MLQ-5X Leader Form and their responses were inputted into SPSS (Version 24) 
to determine the mean for each of the nine Full Range Leadership behaviors (transformational, 
transactional, and laissez-faire). I then compared the mean score for each chief to the responding 
sample of police officers completing the MLQ-5X Rater Form from each agency.  Simultaneous 
multiple linear regressions were conducted to determine if any variances existed between the 
specific transformational leadership behaviors beyond contingent reward (transactional behavior) 
and the dependent variables job satisfaction and organizational commitment in an effort to 
answer the research questions posed in this study.  
The four outcome variables (police officers’ intrinsic job satisfaction, extrinsic job 
satisfaction, general job satisfaction, and organizational commitment) were all entered as 
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variables from the subordinate responses to the demographic questionnaire, MSQ, and OCQ to 
determine mean scores as well and are presented through descriptive statistics.  Also, each 
department (A through E) is presented with the mean, standard deviation, and range of each of 
the nine dimensions of the Full Range Leadership (FRL) model (see Table 10).    
Limitations 
 As this study was modeled after Kieres’ (2012) study utilizing a different sample 
population and focused in a law enforcement setting, there were slight differences in the 
methodology of this study.  First, Kieres (2012) had the participating principals complete both 
the MSQ and OCQ in addition to the MLQ-5X.  This research study did not have the 
participating chiefs of police take the MSQ or OCQ.  As respective leaders of their 
organizations, their scores on these instruments were not directly related to the results of this 
study.  By title, these individuals should be satisfied with their job performance and committed 
to their organizations, as they are the individuals responsible for setting the tone and direction of 
their agencies.  The study was based upon how their leadership behaviors through the Full Range 
Leadership model impacted the behaviors and attitudes of their subordinates and was not 
intended to measure their own job satisfaction or organizational commitment.  Second, the 
statistical analysis varied, as this researcher applied different regression analyses to answer the 
research questions.  In doing so, it was determined through a series of simultaneous multiple 
linear regression analyses that the variables of gender, age, contingent reward (CR), and each of 
the transformational leadership behaviors (II-A), (II-B), (IM), (IS), (IC) would be measured 
against the outcome variables job satisfaction (general/overall) and organizational commitment 
to answer the research questions posed in this study.       
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Summary 
 This section has outlined the instrumentation, population, data collection, and analytical 
techniques that were used throughout this quantitative design study.  The purpose of this study 
was to answer the question originally posed by Kieres (2012), “What, if any, impact do 
principals’ transformational leadership behaviors have on teachers’ job satisfaction and 
organizational commitment beyond that of transactional leadership practices?” as well as the four 
subsidiary questions (pp. 56-57) in a differing sample population.  In this study, principals were 
replaced by police chiefs and teachers by police officers, so the direct purpose of this study was 
to determine “What, if any, impact do police chiefs’ transformational leadership behaviors have 
on police officers’ job satisfaction and organizational commitment beyond that of transactional 
leadership practices?” as well as answer the four subsidiary questions.  The study was expected 
to reveal new information about the relationship between municipal police chiefs’ leadership 
practices and police officers’ job satisfaction and organization commitment to their respective 
law enforcement agencies.   
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CHAPTER IV 
ANALYSIS OF DATA 
Introduction 
The purpose of this research study was to answer the following question; Beyond that of 
transactional leadership practices, what, if any, impact do police chiefs’ transformational 
leadership behaviors have on police officers’ job satisfaction and organizational commitment?  
In addition, the following four subsidiary questions were presented: 
1. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of idealized influence as a practice have on  
police officers’ job satisfaction and organizational commitment? 
2. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of inspirational motivation as a practice have on 
police officers’ job satisfaction and organizational commitment? 
3. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of intellectual stimulation as a practice have on 
police officers’ job satisfaction and organizational commitment? 
4. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of individualized consideration as a practice have 
on police officers’ job satisfaction and organizational commitment? 
In order to answer these specific questions posed in this research study, this researcher 
engaged in a quantitative study with a correlational design.  Four-hundred and thirty 
questionnaires were disseminated and 166 police officers from five different police agencies in 
central New Jersey responded to a survey questionnaire comprised of three established 
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instruments.  As this is a study modeled after Kieres’ (2012) study on the impact of 
transformational leadership behaviors of principals and its impact on teachers’ job satisfaction 
and organizational commitment, this researcher utilized the same survey instruments but 
conducted them electronically via the Mind Garden, Inc. Transform platform.  The first 
instrument utilized was the short form of the Multi-Factor Leadership Questionnaire (MLQ-5X), 
which measures follower perceptions about various leadership behaviors.  This instrument, 
developed by Bass (1985), includes three recognized leadership components (transformational, 
transactional, and laissez-faire) and their associated behaviors as described in the full range of 
leadership model (FRL).  The second survey instrument utilized was the Minnesota Job 
Satisfaction Questionnaire (MSQ), designed to measure an employee’s satisfaction with various 
aspects of work and the work environment, which consists of 20 items and three scales rating the 
following factors: intrinsic satisfaction, extrinsic satisfaction, and general satisfaction.  The third 
survey instrument was the Organizational Commitment Questionnaire (OCQ), which was 
developed by Mowday et al. (1979) in an effort to measure the level and relative strength of 
individuals’ commitment to the organizations in which they are employed by developing a 
questionnaire that contains 15 descriptive statements relative to an employee’s view of his/her 
commitment to his/her respective organization.  The collection of data from these three 
instruments, including the demographic information provided by the respondents, is analyzed in 
further detail in this chapter.   
Organization of Data Analysis 
 The first section of this chapter describes the characteristics of the participating survey 
respondents, including demographic details as well as mean scores on the job satisfaction and 
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organizational commitment instruments.  Also presented is a descriptive analysis of perceived 
leadership dimensions, including mean scores for each separate behavior measured by the MLQ.   
 The second section of this chapter provides an analysis of data as related to the research 
question.  First presented is an analysis of Pearson correlations between each of the nine 
components of the Full Range Leadership model and police officers’ job satisfaction, and then 
organizational commitment scores are examined, as was conducted in Kieres’ (2012) original 
study.  Next, the results of the exploratory regression analysis of significant independent 
variables and police officers’ job satisfaction and organizational commitment scores are 
presented.   
Presentation of Descriptive Characteristics of Respondents 
 Of the 166 valid questionnaires, 96.4% (160) were completed by male respondents, 3.6% 
(6) were completed by female respondents; all respondents disclosed their gender.  The small 
majority of respondents were under 40 years of age, representing 53% of the population sample.  
In relation to police experience, a majority of the officers (44%) had at least 10 years, but less 
than 20 years, of law enforcement experience, with 50% of respondents serving in a patrol-based 
capacity and 29.5% in a supervisory position at or above the rank of sergeant.     
Table 5   
Officers’ Demographic and Work Profiles 
 
Personal Characteristics  Subgroups  Frequency  Percentage 
Gender       Male        160        96.4 
       Female          6         3.6 
     Not Disclosed          0         0 
Age     Under 40 y/o        88         53  
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     40 y/o and older       78         47   
     Not Disclosed          0          0  
Experience    Less than 10 years        45        27  
     10+ years but < than 20     73        44  
     20 or more years        48        29   
Job Assignment      Patrol         83        50   
     Detective/Services        34     20.5   
       Supervisor         49     29.5 
N = 166 
 
An analysis of descriptive statistics relative to the variables Job Satisfaction and 
Organizational Commitment scores of this sample of police officers is presented in Table 6, 
while the above listed demographic information is further explained in Table 7.  Based on the 
total responses, the mean score across all groups for intrinsic job satisfaction was 50.12, with a 
standard deviation of 7.39 and a range of 21-60.  The mean score for male participants was 
slightly higher (50.16) than that of female (49.16) respondents for intrinsic motivation.  The 
patrol assignment had the lowest mean (48.45), which encompassed 50% of participant 
responses (83).  The highest mean recording in relation to intrinsic job satisfaction also came 
from the classification/assignment variable and was for detective/other (51.83), which is a police 
officer level employee that serves in a capacity outside the patrol function (school resource 
officer, services, training).   
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Extrinsic job satisfaction had a mean score of 22.31 across all groups surveyed, with a 
standard deviation of 5.43 and a range of 6-30.  Once again, the mean score for male participants 
was slightly higher (22.34) than that of female (21.33) respondents for extrinsic motivation.  The 
patrol assignment had the lowest mean (20.82) again for this category.  The highest mean 
recording in relation to extrinsic job satisfaction again came from the classification/assignment 
variable and was for the supervisor (24.12) position. 
Last, general job satisfaction had a mean score of 80.64 for the responding police officers 
in the sample, with a standard deviation of 13.35 and range of 32-100.  The mean score for male 
participants was again slightly higher (80.70) than that of female (79.16) respondents for general 
satisfaction.  Again, the patrol assignment had the lowest mean (77.09), and the highest mean 
recording in relation to general job satisfaction came from the classification/assignment variable 
and was for the supervisor (84.57) position. 
The mean score for the organizational commitment scale from the responding police 
officers was 67.78, with a standard deviation of 7.73 and a range of 40-87.  As with the job 
satisfaction median results, the median for males (67.94) was higher than that of their female 
(63.50) counterparts, with gender (female) being the lowest mean in the organizational 
commitment category followed by experience (10 but < 20 years) with a mean of 67.01.  The 
group reporting the highest mean in organizational commitment was the supervisor classification 
at 69.53.  The per response mean was identified (4.52), with a standard deviation of 1.69 for 
further analysis based on normative data that is discussed in detail further in this chapter.    
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Table 6 
 
Descriptive Analysis of Police Officer Participants’ Job Satisfaction and Organizational 
Commitment Scores 
 
Scale     Low  High  Mean  Standard  
     Score  Score  Score  Deviation  
Job Satisfaction 
 Intrinsic   21  60  50.12  7.39 
 Extrinsic    6  30  22.31  5.43 
 General   32  100  80.64  13.35 
Organizational Commitment  40  87  67.79  7.73 
 Per response         4.52  1.6964 
N= 166 
Table 7 
Descriptive Analysis of Participants Job Satisfaction and Organizational Commitment Scores by 
Subgroup 
 
Scale      Characteristic  Subgroups Mean Standard 
          Score Deviation 
 
Job Satisfaction 
 Intrinsic         
     Gender  Males    50.16    7.52  
        Females   49.16    1.94   
          Age  Under 40   49.82    7.65  
        40 & over   50.47    7.12  
         Years of Experience < than 10   49.55    7.77  
        10 but < 20   49.70    7.23 
        20 or more   51.31    7.28  
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     Classification  Patrol    48.45    8.13 
        Det/Other   51.83    5.51 
        Supervisor   51.77    6.64   
Extrinsic               
     Gender  Males    22.34    5.50  
        Females   21.33    3.26   
          Age  Under 40   22.38    5.86  
        40 & over   22.23    4.95  
         Years of Experience < than 10   22.44    5.85  
        10 but < 20   22.08    5.56  
        20 or more   22.54    4.92  
     Classification  Patrol    20.82    6.28 
        Det/Other   23.35    3.89 
        Supervisor   24.12    3.98  
General          
     Gender  Males    80.70    13.57  
        Females   79.16    5.19   
          Age  Under 40   80.40    14.46  
        40 & over   80.91    12.06  
         Years of Experience < than 10   80.15    14.85  
        10 but < 20   79.90    12.97  
        20 or more   82.23    12.56 
     Classification  Patrol    77.09    15.24 
        Det/Other   83.64    9.94 
        Supervisor   84.57    10.21  
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Organizational Commitment      
     Gender  Males    67.94    7.73  
        Females   63.50    6.97  
          Age  Under 40    68.02   8.40  
        40 & over    67.52   6.93 
         Years of Experience < than 10    69.08    7.96 
        10 but < 20    67.01    8.14 
        20 or more    67.75    6.80 
     Classification  Patrol     67.02    8.44 
        Det/Other    67.14    8.71 
        Supervisor    69.53    5.20 
N = 166 
 
As with Kieres’ (2012) study, this researcher chose to utilize the normative data which 
are provided from a limited number of professions (1,723 participants) which were created when 
this instrument was developed in the early 1960s to provide a basis of comparison to this study’s 
results.  The mean for intrinsic job satisfaction of the normative group was 47.14 (SD = 7.42) as 
compared to the police officers’ sample of 50.12 (SD = 7.39).  The extrinsic job satisfaction 
mean for the normative group was 19.98 (SD = 4.78), while this sample produced a mean of 
22.31 (SD = 5.43).  The normative group produced a mean of 74.85 (SD = 11.92) for general 
satisfaction, while this sample scored 80.64 (SD = 13.35) overall.    
Again following Kieres’ (2012) study in measuring the normative data provided by the 
authors of the organizational commitment scale (1979), results were examined from 2,508 
respondents in a variety of fields.  According to Mowday et al. (1979), the reported mean score 
for public employees (n = 569) is (4.50), which is comparable to the results of this study of 
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police officers (n = 166) who had a mean score of 4.52 in organizational commitment.  In 
relation to gender, male per response scores were generally higher in organizational commitment 
(m = 4.53; f = 4.23), while those under 40 years of age had a slightly higher mean (4.53) than 
those under 40 years of age (4.50).  Officers with less than 10 years of work experience had the 
highest mean (4.60) in this category.  The classification of police supervisor had the highest level 
of organizational commitment with a response mean of 4.63.  
Based on the nine dimensions of the Full Range Leadership model, the mean score for the 
inspirational motivation (IM) scale as reported by police officer participants was the highest at 
3.06. The lowest mean score was for the laissez-faire leadership scale at .819. In addition, the 
mean for the five-dimensions of transformational leadership behaviors was 2.57, with a standard 
deviation of 1.001, and the mean for the three-dimensions of transactional leadership behaviors 
was 1.78, with a standard deviation of 0.978.    
Table 8 
Descriptive Statistics of Perceived Leadership Dimensions 
 
Leadership Dimension    Minimum Maximum Mean Std. Deviation 
Transformational Leadership  
 Idealized Influence (attributed)      .00       4.0     2.72  1.076 
 Idealized Influence (behavioral)      .00       4.0     2.85   .8700 
 Inspirational Motivation       .00       4.0     3.06  .9278 
 Intellectual Stimulation       .00       4.0     2.12  1.086 
 Individualized Consideration       .00       4.0     2.12  1.047 
Transactional Leadership 
 Contingent Reward        .00       4.0     2.47   1.021 
 Management-by-Exception (active)      .00       4.0     1.89    .9355 
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 Management-by-Exception (passive)      .00       4.0     .977   .8630 
Laissez-Faire Leadership        .00       4.0     .819   .9777 
N = 166 
 
 A further descriptive analysis of the Full Range Leadership model (FLR) was conducted 
by department and displayed in Table 9 as well as frequency distributions relative to each of the 
45 survey questions on the MLQ-5X, including the mean, median, and standard deviation, which 
can be found in Appendix A.      
Table 9 
Descriptive Statistics of Perceived Leadership Dimensions by Department  
Department A 
Leadership Dimension    Minimum Maximum Mean Std. Deviation 
Transformational Leadership (Grand Mean = 2.58) 
 Idealized Influence (attributed)      .50       4.0     2.78   .915 
 Idealized Influence (behavioral)      .50       4.0     2.76    .754 
 Inspirational Motivation       1.0       4.0     3.21   .661 
 Intellectual Stimulation       .00       3.8     1.96  1.026 
 Individualized Consideration       .30       4.0     2.20   .921 
Transactional Leadership (Grand Mean = 1.78) 
 Contingent Reward        .30       4.0     2.41   1.004 
 Management-by-Exception (active)      .00       3.5     1.66    .730 
 Management-by-Exception (passive)      .00       3.0     1.27    .988 
Laissez-Faire Leadership (Grand Mean = 1.05)  .00       3.5     1.05   1.093 
N = 58 
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Department B 
Leadership Dimension    Minimum Maximum Mean Std. Deviation 
Transformational Leadership (Grand Mean = 3.04) 
 Idealized Influence (attributed)      .80       4.0     3.11  .762 
 Idealized Influence (behavioral)      1.5       4.0     3.27   .575 
 Inspirational Motivation       2.0       4.0     3.35   .554 
 Intellectual Stimulation       .80       4.0     2.84   .749 
 Individualized Consideration       .50       3.8     2.64   .767 
Transactional Leadership (Grand Mean = 1.71) 
 Contingent Reward        1.0       4.0     2.88    .772 
 Management-by-Exception (active)      .00       3.7     1.56    .997 
 Management-by-Exception (passive)      .00       2.0      0.70   .626 
Laissez-Faire Leadership (Grand Mean = 0.42)  .00       2.0      0.42   .555 
N = 43 
 
Department C 
Leadership Dimension    Minimum Maximum Mean Sta. Deviation 
Transformational Leadership (Grand Mean = 2.85) 
 Idealized Influence (attributed)      .00       4.0     3.15   .908 
 Idealized Influence (behavioral)      2.0       4.0     3.26    .604 
 Inspirational Motivation       1.8       4.0     3.49   .580 
 Intellectual Stimulation       .30       4.0     2.24  1.010 
 Individualized Consideration       .00       4.0     2.13  1.090 
Transactional Leadership (Grand Mean = 1.78) 
 Contingent Reward        .00       4.0     2.64   1.040 
 Management-by-Exception (active)      .00       3.8     2.19    .864 
 Management-by-Exception (passive)      .00       2.0     0.52    .481 
 
 
104 
Laissez-Faire Leadership (Grand Mean = 0.43)  .00       2.0     0.43    .612 
N = 33 
 
Department D 
Leadership Dimension    Minimum Maximum Mean Std. Deviation 
Transformational Leadership (Grand Mean = 1.71) 
 Idealized Influence (attributed)      .00       3.0     1.60   .989 
 Idealized Influence (behavioral)      .50       3.3     2.30    .722 
 Inspirational Motivation       .00       3.5     2.22   .980 
 Intellectual Stimulation       .00       3.0     1.32   .885 
 Individualized Consideration       .00       3.0     1.15   .799 
Transactional Leadership (Grand Mean = 1.84) 
 Contingent Reward        .00       3.0     1.68    .895 
 Management-by-Exception (active)      1.3       4.0     2.69    .886 
 Management-by-Exception (passive)      .00       4.0     1.16   1.022 
Laissez-Faire Leadership (Grand Mean = 1.48)  .00       4.0     1.48   1.111 
N = 15 
 
Department E 
Leadership Dimension    Minimum Maximum Mean Std. Deviation 
Transformational Leadership (Grand Mean = 1.58) 
 Idealized Influence (attributed)      .00       4.0     1.72  1.369 
 Idealized Influence (behavioral)      .00       3.8     1.77   1.157 
 Inspirational Motivation       .00       4.0     1.71  1.304 
 Intellectual Stimulation       .00       4.0     1.33  1.202 
 Individualized Consideration       .00       4.0     1.38  1.261 
Transactional Leadership (Grand Mean = 1.88) 
 Contingent Reward        .30       3.8     2.04   1.198 
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 Management-by-Exception (active)      .50       4.0     2.25     .961 
 Management-by-Exception (passive)      .30       2.8     1.37     .815 
Laissez-Faire Leadership (Grand Mean = 1.18)  .00       3.8     1.18   1.218 
N = 17 
Overarching Research Question 
 The primary research question of this study was as follows: Beyond that of transactional 
leadership practices, what, if any, impact do police chiefs’ transformational leadership behaviors 
have on police officers’ job satisfaction and organizational commitment?  
 In an effort to answer this question, the following statistical approach was taken in order 
to determine which leadership dimensions are relevant to police officers’ job satisfaction and 
organizational commitment scores.  Correlation coefficients for each leadership dimension 
presented in this study were conducted to determine police officers’ job satisfaction and 
organizational commitment scores. 
Table 10 
Summary of Correlation Analysis between Leadership Practice Dimensions and Police Officer 
Job Satisfaction and Organizational Commitment 
 
Leadership Practice Dimension  Job Satis. Job Satis. Job Satis. Organ 
      (intrinsic) (extrinsic) (general)        Commit 
Transformational Leadership 
   Idealized Influence (attributed) r   .551*     .713*    .661*    .358* 
        sig   .000      .000     .000     .000 
   Idealized Influence (behavior) r   .498*     .623*    .586*    .264* 
     sig    .000     .000     .000        .000 
   Inspirational Motivation  r   .612*     .640*    .662*    .316* 
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sig    .000     .000     .000        .000           
   Intellectual Stimulation  r   .459*     .652*    .570*    .284* 
     sig    .000     .000     .000        .000 
   Individualized Consideration r   .529*     .723*    .650*    .332* 
     sig    .000     .000     .000        .000 
Transactional Leadership 
   Contingent Reward   r   .505*     .701*    .631*    .286* 
     sig    .000     .000     .000        .000 
   Management-by-Exception (A) r   -.107      -.224*   -.178*    -.095 
     sig    .085     .002     .011        .113 
   Management-by-Exception (P) r   -.252*   -.395*    -.335*    -.118 
     sig    .001     .000     .000        .066 
Laissez-Faire Leadership  r   -.404     -.539*    -.489*    -.130 
     sig    .000     .000     .000        .049 
Note: r = Pearson Correlation Coefficient, sig = significance (one-tailed test) 
 
Pearson Correlations between All FRL Leadership Dimensions and Job Satisfaction Scores  
 It was found that a moderate to strong, direct correlation existed between intrinsic job 
satisfaction and all dimensions of transformational leadership (.459-.612) with inspirational 
motivation (IM) yielding the strongest relationship at .612 significance at the .01 level.  This 
indicates that as the chiefs tend to display more inspirational motivation (IM) behaviors, their 
officers’ level of intrinsic job satisfaction increases. Contingent reward yielded a moderate, 
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direct correlation relative to intrinsic job satisfaction at .505 level of significance at the .01 level.  
This indicates that as the chiefs are inclined to display more contingent reward (CR) behaviors, 
their officers’ level of intrinsic job satisfaction increases.  The other two transactional leadership 
practices, management-by-exception (active and passive), were found to have a weak to 
moderate, negative relationship in this category with correlation coefficient scores of -.107 
(active) and -.252 (passive).  This means that the more chiefs engage in the transactional 
leadership behaviors, management-by-exception (both active and passive), their officers tend to 
display less intrinsic job satisfaction.  Laissez-faire was found to have a moderate, negative 
relationship in this category with a correlation coefficient score of -.404, meaning that the more 
laissez-faire behaviors displayed by chiefs, their officers’ intrinsic job satisfaction seems to 
diminish. 
 Results of this research found that a strong, direct correlation existed between extrinsic 
job satisfaction and all dimensions of transformational leadership (.623-.723), with 
individualized consideration (IC) yielding the strongest relationship at .723 significance at the 
.01 level. This indicates that the chiefs display more individualized consideration (IC) behaviors, 
their officers’ level of extrinsic job satisfaction appears to increase. Contingent reward yielded a 
strong, direct correlation relative to extrinsic job satisfaction at .701 level of significance at the 
.01 level.  This indicates that the as chiefs display more contingent reward (CR) behaviors, their 
officers’ level of extrinsic job satisfaction tends to increase.  The other two transactional 
leadership practices, management-by-exception (active and passive), were again found to have a 
weak to moderate, negative relationship in this category with correlation coefficient scores of -
.224 (active) and -.395 (passive).  This means that the more chiefs engage in the transactional 
leadership behaviors management-by-exception (both active and passive), their officers could 
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display less extrinsic job satisfaction.  Laissez-faire was found to have a strong, negative 
relationship in this category with correlation coefficient score of -.539, meaning that the more 
laissez-faire behaviors displayed by chiefs, their officers’ extrinsic job satisfaction can diminish. 
 It was found that a moderate, direct correlation existed between overall general job 
satisfaction and all dimensions of transformational leadership (.570-.662) with inspirational 
motivation (IM) yielding the strongest relationship at .662, followed by idealized influence (II- 
attributed) at .661, individualized consideration (IC) at .650, idealized influence (II-behavioral) 
at .586, and intellectual stimulation (IS) at .570, significance at the .01 level.  This indicates that 
the more transformational leadership behaviors are displayed by the chiefs, their officers’ level 
of general job satisfaction appears to increase.  Contingent reward yielded a strong, direct 
correlation relative to general job satisfaction at .631 level of significance at the .01 level.  This 
indicates that as chiefs display more contingent reward (CR) behaviors, their officers’ level of 
general job satisfaction tends to increase.  The other two transactional leadership practices, 
management-by-exception (active and passive), were found to have a weak to moderate, negative 
relationship in this category with correlation coefficient scores of -.178 (active) and -.335 
(passive).  Laissez-faire was found to have a moderate, negative relationship in this category 
with a correlation coefficient score of -.489.  This means that the more a chief engages in the 
transactional leadership behaviors management-by-exception (both active and passive) as well as 
laissez-fare leadership, their officers regularly display less general job satisfaction. 
Pearson Correlations between All FRL Leadership Dimensions and Organizational 
Commitment Scores 
 Results of the study found that a weak to moderate, direct correlation existed between 
organizational commitment and all dimensions of transformational leadership (.264-.358), with 
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idealized influence (II-A) yielding the strongest relationship at .358, followed by individualized 
consideration (IC) at .332, inspirational motivation (IM) at .316, intellectual timulation (IS) at 
.284, and idealized influence (II -B) at .264, significance at the .01 level.  Contingent reward 
yielded a weak, positive correlation relative to organizational commitment at .286 level of 
significance at the .01 level.  The other two transactional leadership practices, management-by-
exception (active and passive), were found to have a weak, negative relationship in this category 
with correlation coefficient scores of -.095 (active) and -.118 (passive).  Laissez-faire was found 
to have a weak, inverse correlation relative to organizational commitment with a correlation 
coefficient score of -.130.  This means that the more a chief engages in the transactional 
leadership behaviors management-by-exception (both active and passive) as well as laissez-fare 
leadership, their officers tend to have less commitment to the organization. 
 The evidence obtained through conducting the Pearson correlation coefficients yielded 
that a positive, direct relationship exists between all transformational leadership dimensions and 
one of the three transactional leadership dimensions—contingent reward relative to police officer 
job satisfaction and organizational commitment.  Management-by-exception (active and passive) 
and laissez-faire leadership dimensions showed a weak to moderate, negative correlation with all 
outcome variables, indicating that these leadership behaviors displayed by chiefs could diminish 
their officers’ satisfaction and organizational commitment.  As a result, these findings showing 
only a positive, direct relationship were used to assist this researcher in determining outcome 
variables to include in a simultaneous multiple regression analysis.   
Subsidiary Research Questions 
 
The primary or overarching research question of this study was as follows: “Beyond that 
of transactional leadership practices, what, if any, impact do police chiefs’ transformational 
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leadership behaviors have on police officers’ job satisfaction and organizational commitment?”  
In an effort to answer each subsidiary question that was derived from the primary question, a 
series of simultaneous multiple linear regression analyses were conducted.  What follows are the 
results of the simultaneous multiple linear regression analyses carried out on each of the 
subsidiary research questions in an effort to answer each of them.   
Idealized Influence – Attributed (II-A) and Job Satisfaction 
Research Question 1A:  Beyond the effects of contingent reward (transactional leadership 
behavior), what additional contribution does the use of idealized influence (attributed) as a 
practice have on police officers’ job satisfaction and organizational commitment? 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ idealized influence—attributed (II-A) on the outcome variable job 
satisfaction.  
The model summary indicates an R² value of .465, indicating that approximately 46.5% 
of the variance in job satisfaction can be attributed to, or can be explained by the variables 
gender, age, and MLQ contingent reward (CR), and MLQ idealized influence (II-A), leaving 
53.5 % of job satisfaction unexplained by this model.  
Table 11 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Idealized Influence (II-A) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .682
a
 .465 .451 9.89358 1.669 
a. Predictors: (Constant), MLQ Contingent Reward; Rewards Achievement, Gender, Age, 
MLQ Idealized Influence - Active; Builds Trust 
b. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
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The ANOVA summary indicates that this simultaneous linear regression model is 
statistically significant (F(4, 161) = 34.920; p < .001), indicating that the combination of all four 
predictor variables significantly predicts job satisfaction. 
The impact of gender (see Table 12) on job satisfaction is not statistically significant (t = 
.116; p = .908). The variance inflation factor (VIF) is 1.010, indicating an acceptable collinearity 
range (Lewis-Beck & Lewis-Beck, 2016).  In addition, the beta indicates that there is a positive 
relationship between job satisfaction and gender, meaning that it favors males.  However, by 
itself, gender does not contribute significantly to the explained variance of the outcome variable. 
The impact of age on job satisfaction is not statistically significant (t = -.286; p = .776). 
The VIF is 1.013, indicating an acceptable collinearity range.  In addition, the beta indicates that 
there is a negative relationship between job satisfaction and age. This signifies that as age 
increases, the level of job satisfaction decreases.  However, age by itself does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on job satisfaction is statistically significant 
(t = 2.871; p = .005). The VIF is 2.858, indicating an acceptable collinearity range.  In addition, 
the beta indicates that there is a positive relationship between job satisfaction and MLQ 
contingent reward (CR). This signifies a positive directional correlation, meaning the greater the 
contingent reward (CR) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 7.8% of the explained variance to the overall regression model (β = .280). 
The impact of MLQ idealized influence (II-A) on job satisfaction is statistically 
significant (t = 4.462; p < .001).  The VIF is 2.872, indicating an acceptable collinearity range.   
In addition, the beta indicates that there is a positive relationship between job satisfaction and 
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idealized influence (II-A). This signifies a positive directional correlation, meaning the greater 
the idealized influence (II-A) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ idealized influence (II-A) significantly 
contributes 19% of the explained variance to the overall regression model (β = .436). 
Table 12 
 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Idealized Influence (II-A) 
 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 56.535 8.800  6.424 .000      
Gender .478 4.134 .007 .116 .908 .021 .009 .007 .990 1.010 
Age -.442 1.548 -.017 -.286 .776 .019 -.023 -
.016 
.987 1.013 
MLQ Idealized 
Influence - Active; 
Builds Trust 
5.413 1.213 .436 4.462 .000 .661 .332 .257 .348 2.872 
MLQ Contingent 
Reward; Rewards 
Achievement 
3.659 1.274 .280 2.871 .005 .631 .221 .166 .350 2.858 
a. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
Idealized Influence – Active (II-A) and Organizational Commitment 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ idealized influence—attributed (II-A) on the outcome variable 
organizational commitment.  
The model summary indicates an R² value of .140, indicating that approximately 14% of 
the variance in organizational commitment can be attributed to, or can be explained by, gender, 
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age, MLQ contingent reward (CR), and MLQ idealized influence (II-A), leaving 86 % of 
organizational commitment unexplained by this model.  
Table 13 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Organizational 
Commitment: Idealized Influence (II-A) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .374
a
 .140 .118 7.25977 1.986 
a. Predictors: (Constant), MLQ Idealized Influence - Active; Builds Trust, Gender, Age, 
MLQ Contingent Reward; Rewards Achievement 
b. Dependent Variable: Organization Commitment Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression equation is 
statistically significant (F(4, 161) = 6.528; p < .001), indicating that the combination of all four 
predictor variables significantly predicts organizational commitment. 
The impact of gender on organizational commitment is not statistically significant (t = 
1.260; p = .209.)  The variance inflation factor (VIF) is 1.010, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a positive relationship between 
organizational commitment and gender.  
The impact of age on organizational commitment is not statistically significant (t = -.656; 
p = .513). The VIF is 1.013, indicating an acceptable collinearity range.  In addition, the beta 
indicates that there is a negative relationship between organizational commitment and age. This 
signifies that as age increases, the level of job satisfaction decreases.  However, age by itself 
does not contribute significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on organizational commitment is not 
statistically significant (t = -.027; p = .979). The VIF is 2.858, indicating an acceptable 
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collinearity range.  In addition, the beta indicates that there is a negative relationship between 
organizational commitment and MLQ contingent reward (CR). This signifies a negative 
directional correlation, meaning the greater the contingent reward (CR) behavior, the less the 
organizational commitment and vice versa.  
The impact of MLQ idealized influence (II-A) on organizational commitment is 
statistically significant (t = 2.910; p = .004).  The VIF is 2.872, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a positive relationship between 
organizational commitment and idealized influence (II-A). This signifies a positive directional 
correlation, meaning the greater the idealized influence (II-A) behavior, the greater the 
organizational commitment and vice versa.  MLQ idealized influence (II-A) significantly 
contributes 13% of the explained variance to the overall regression model (β = .361). 
Table 14 
 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ 
Organizational Commitment: Idealized Influence (II-A) 
 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 54.376 6.458  8.420 .000      
Gender 3.823 3.033 .093 1.260 .209 .108 .099 .092 .990 1.010 
Age -.746 1.136 -.048 -.656 .513 -.032 -.052 -
.048 
.987 1.013 
MLQ Contingent 
Reward; Rewards 
Achievement 
-.025 .935 -.003 -.027 .979 .286 -.002 -
.002 
.350 2.858 
MLQ Idealized 
Influence - Active; 
Builds Trust 
2.591 .890 .361 2.910 .004 .358 .224 .213 .348 2.872 
a. Dependent Variable: Organization Commitment Questionnaire Total 
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Idealized Influence – Passive (II-B) and Job Satisfaction 
Research Question 1B:  Beyond the effects of contingent reward (transactional leadership 
behavior), what additional contribution does the use of idealized influence (passive) as a practice 
have on police officers’ job satisfaction and organizational commitment? 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ idealized influence – behavioral (II-B) on the outcome variable job 
satisfaction.  
The model summary indicates an R² value of .435, indicating that approximately 43.5% 
of the variance in job satisfaction can be attributed to, or can be explained by, the variables 
gender, age, MLQ contingent reward (CR), and MLQ idealized influence (II-B), leaving 56.5 % 
of job satisfaction unexplained by this model.  
Table 15 
Model Summary of Regression Analysis for Variables Predicting Police Officers’Job 
Satisfaction: Idealized Influence (II-B) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .660
a
 .435 .421 10.15994 1.683 
a. Predictors: (Constant), MLQ Idealized Influence - Passive; Acts with Integrity, Age, 
Gender, MLQ Contingent Reward; Rewards Achievement 
b. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression model is 
statistically significant (F(4, 161) = 31.030; p < .001), indicating that the combination of all four 
predictor variables significantly predicts job satisfaction. 
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The impact of gender (see Table 16) on job satisfaction is not statistically significant (t = 
.078; p = .938). The variance Inflation factor (VIF) is 1.014, indicating an acceptable collinearity 
range.  In addition, the beta indicates that there is a positive relationship between job satisfaction 
and gender, meaning that it favors males.  However, by itself, gender does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of age on job satisfaction is not statistically significant (t = .035; p = .972). 
The VIF is 1.007, indicating an acceptable collinearity range.  In addition, the beta indicates that 
there is a positive relationship between job satisfaction and age. This signifies that as age 
increases, the level of job satisfaction decreases.  However, age by itself does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on job satisfaction is statistically significant 
(t = 5.105; p < .001).  The VIF is 2.054, indicating an acceptable collinearity range.  In addition, 
the beta indicates that there is a positive relationship between job satisfaction and MLQ 
contingent reward (CR). This signifies a positive directional correlation, meaning the greater the 
contingent reward (CR) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 18.7% of the explained variance to the overall regression model (β = .433). 
The impact of MLQ idealized influence (II-B) on job satisfaction is statistically 
significant (t = 3.248; p = .001).  The VIF is 2.054, indicating an acceptable collinearity range.   
In addition, the beta indicates that there is a positive relationship between job satisfaction and 
idealized influence (II-B). This signifies a positive directional correlation, meaning the greater 
the idealized influence (II-B) behavior, the greater the job satisfaction and vice versa.  The 
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standardized beta indicates that the variable MLQ idealized influence (II-B) significantly 
contributes 7.6% of the explained variance to the overall regression model (β = .276). 
Table 16 
 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Idealized Influence (II-B) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 53.793 9.088  5.919 .000      
Gender .334 4.255 .005 .078 .938 .021 .006 .005 .986 1.014 
Age .056 1.585 .002 .035 .972 .019 .003 .002 .993 1.007 
MLQ Contingent 
Reward; Rewards 
Achievement 
5.663 1.109 .433 5.105 .000 .631 .373 .302 .487 2.054 
MLQ Idealized Influence 
- Passive; Acts with 
Integrity 
4.240 1.305 .276 3.248 .001 .586 .248 .192 .485 2.062 
a. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
Idealized Influence – Passive (II-B) and Organizational Commitment 
 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ idealized influence – behavioral (II-B) on the outcome variable 
organizational commitment.  
The model summary indicates an R² value of .100, indicating that approximately 10% of 
the variance in organizational commitment can be attributed to, or can be explained by, gender, 
age, MLQ contingent reward (CR), and MLQ idealized influence (II-B), leaving 90 % of 
organizational commitment unexplained by this model.  
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Table 17 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Organizational 
Commitment: Idealized Influence (II-B) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .316
a
 .100 .078 7.42410 2.027 
a. Predictors: (Constant), MLQ Idealized Influence - Passive; Acts with Integrity, Age, 
Gender, MLQ Contingent Reward; Rewards Achievement 
b. Dependent Variable: Organization Commitment Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression equation is 
statistically significant (F(4, 161) = 4.480; p = .002), indicating that the combination of all four 
predictor variables significantly predicts organizational commitment. 
The impact of gender (see Table 18) on organizational commitment is not statistically 
significant (t = 1.309; p = .192).  The VIF is 1.014, indicating an acceptable collinearity range.  
In addition, the beta indicates that there is a positive relationship between organizational 
commitment and gender.  
The impact of age on organizational commitment is not statistically significant (t = -.430; 
p = .668). The VIF is 1.007, indicating an acceptable collinearity range.  In addition, the beta 
indicates that there is a negative relationship between organizational commitment and age. This 
signifies that as age increases, the level of job satisfaction decreases.  However, age by itself 
does not contribute significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on organizational commitment is not 
statistically significant (t = 1.942; p = .054).  The VIF is 2.054, indicating an acceptable 
collinearity range. In addition, the beta indicates that there is a positive relationship between 
organizational commitment and MLQ contingent reward (CR).  This signifies a positive 
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directional correlation, meaning the greater the contingent reward (CR) behavior, the less the 
organizational commitment and vice versa.  The standardized beta indicates that the variable 
MLQ contingent reward (CR) significantly contributes 4.3% of the explained variance to the 
overall regression model (β = .208). 
The impact of MLQ idealized influence (II-B) on organizational commitment is not 
statistically significant (t = 2.910; p = .307). The VIF is 2.054, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a positive relationship between 
organizational commitment and idealized influence (II-B). This signifies a positive directional 
correlation, meaning the greater the idealized influence (II-B) behavior, the greater the 
organizational commitment and vice versa.  The standardized beta indicates that the variable 
MLQ idealized influence (II-B) contributes 1.2% of the explained variance to the overall 
regression model (β = .110). 
Table 18 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ 
Organizational Commitment: Idealized Influence (II-B) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 53.843 6.641  8.107 .000      
Gender 4.070 3.109 .099 1.309 .192 .108 .103 .098 .986 1.014 
Age -.498 1.158 -.032 -.430 .668 -.032 -.034 -
.032 
.993 1.007 
MLQ Contingent 
Reward; Rewards 
Achievement 
1.574 .811 .208 1.942 .054 .286 .151 .145 .487 2.054 
MLQ Idealized Influence 
- Passive; Acts with 
Integrity 
.977 .954 .110 1.025 .307 .264 .081 .077 .485 2.062 
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a. Dependent Variable: Organization Commitment Questionnaire Total 
 
Inspirational Motivation (IM) and Job Satisfaction 
Research Question 2:  Beyond the effects of contingent reward (transactional leadership 
behavior), what additional contribution does the use of inspirational motivation as a practice 
have on police officers’ job satisfaction and organizational commitment? 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ inspirational motivation (IM) on the outcome variable job satisfaction.  
The model summary indicates an R² value of .501, indicating that approximately 50.1% 
of the variance in job satisfaction can be attributed to, or can be explained by, the variables 
gender, age, and MLQ contingent reward (CR), and MLQ inspirational motivation (IM), leaving 
49.9 % of job satisfaction unexplained by this model.  
Table 19 
 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Inspirational Motivation (IM) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .708
a
 .501 .489 9.54630 1.761 
a. Predictors: (Constant), MLQ Contingent Reward; Rewards Achievement, Gender, Age, 
MLQ Inspirational Motivation; Encourages Others 
b. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression model is 
statistically significant (F(4, 161) = 40.488; p < .001), indicating that the combination of all four 
predictor variables significantly predicts job satisfaction. 
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The impact of gender (see Table 20) on job satisfaction is not statistically significant (t = 
.426; p = .671). The variance inflation factor (VIF) is 1.006, indicating an acceptable collinearity 
range.  In addition, the beta indicates that there is a positive relationship between job satisfaction 
and gender, meaning that it favors males.  However, by itself, gender does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of age on job satisfaction is not statistically significant (t = -.275; p = .784). 
The VIF is 1.010, indicating an acceptable collinearity range.  In addition, the beta indicates that 
there is a negative relationship between job satisfaction and age. This signifies that as age 
increases, the level of job satisfaction decreases.  However, age by itself does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on job satisfaction is statistically significant 
(t = 4.491; p < .001). The VIF is 1.830, indicating an acceptable collinearity range.  In addition, 
the beta indicates that there is a positive relationship between job satisfaction and MLQ 
contingent reward (CR). This signifies a positive directional correlation, meaning the greater the 
contingent reward (CR) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 11.4% of the explained variance to the overall regression model (β = .338). 
The impact of MLQ inspirational motivation (IM) on job satisfaction is statistically 
significant (t = 5.772; p < .001).  The VIF is 1.836, indicating an acceptable collinearity range.   
In addition, the beta indicates that there is a positive relationship between job satisfaction and 
inspirational motivation (IM). This signifies a positive directional correlation, meaning the 
greater the inspirational motivation (IM) behavior, the greater the job satisfaction and vice versa.  
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The standardized beta indicates that the variable MLQ inspirational motivation (IM) significantly 
contributes 18.9% of the explained variance to the overall regression model (β = .435). 
Table 20 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Inspirational Motivation (IM) 
 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 47.758 8.639  5.528 .000      
Gender 1.696 3.981 .024 .426 .671 .021 .034 .024 .994 1.006 
Age -.410 1.492 -.015 -.275 .784 .019 -.022 -
.015 
.990 1.010 
MLQ Inspirational 
Motivation; Encourages 
Others 
6.264 1.085 .435 5.772 .000 .662 .414 .321 .545 1.836 
MLQ Contingent 
Reward; Rewards 
Achievement 
4.420 .984 .338 4.491 .000 .631 .334 .250 .546 1.830 
a. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
Inspirational Motivation (IM) and Organizational Commitment 
 For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ inspirational motivation (IM) on the outcome variable organizational 
commitment.  
The model summary indicates an R² value of .123, indicating that approximately 12.3% 
of the variance in organizational commitment can be attributed to, or can be explained by, the 
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variables gender, age, MLQ contingent reward (CR), and MLQ inspirational motivation (IM), 
leaving 87.7 % of organizational commitment unexplained by this model.  
Table 21 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Organizational 
Commitment: Inspirational Motivation (IM) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .351
a
 .123 .102 7.32778 2.056 
a. Predictors: (Constant), MLQ Contingent Reward; Rewards Achievement, Gender, Age, 
MLQ Inspirational Motivation; Encourages Others 
b. Dependent Variable: Organization Commitment  Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression equation is 
statistically significant (F(4, 161) = 5.663; p < .001), indicating that the combination of all four 
predictor variables significantly predicts organizational commitment. 
The impact of gender (see Table 22) on organizational commitment is not statistically 
significant (t = 1.437; p = .153).  The VIF is 1.006, indicating an acceptable collinearity range.  
In addition, the beta indicates that there is a positive relationship between job satisfaction and 
gender, meaning that it favors males.  However, by itself, gender does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of age on organizational commitment is not statistically significant (t = -.562; 
p = .575).  The VIF is 1.010, indicating an acceptable collinearity range.  In addition, the beta 
indicates that there is a negative relationship between job satisfaction and age. This signifies that 
as age increases, the level of job satisfaction decreases.  However, age by itself does not 
contribute significantly to the explained variance of the outcome variable. 
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The impact of MLQ contingent reward (CR) on organizational commitment is not 
statistically significant (t = 1.316; p = .190).  In addition, the beta indicates that there is a positive 
relationship between organizational commitment and MLQ contingent reward (CR). This 
signifies a positive directional correlation, meaning the greater the contingent reward (CR) 
behavior, the less the organizational commitment and vice versa.  The standardized beta 
indicates that the variable MLQ contingent reward (CR) contributes 1.7% of the explained 
variance to the overall regression model (β = .131). 
The impact of MLQ inspirational motivation (IM) on organizational commitment is not 
statistically significant (t = 2.311; p = .022).  In addition, the beta indicates that there is a positive 
relationship between organizational commitment and inspirational motivation (IM). This 
signifies a positive directional correlation, meaning the greater the inspirational motivation (IM) 
behavior, the greater the organizational commitment and vice versa.  The standardized beta 
indicates that the variable MLQ inspirational motivation (IM) significantly contributes 5.3% of 
the explained variance to the overall regression model (β = .231). 
Table 22 
 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ 
Organizational Commitment: Inspirational Motivation (IM) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 51.747 6.631  7.804 .000      
Gender 4.391 3.056 .106 1.437 .153 .108 .113 .106 .994 1.006 
Age -.644 1.145 -.042 -.562 .575 -.032 -.044 -
.041 
.990 1.010 
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MLQ Inspirational 
Motivation; Encourages 
Others 
1.925 .833 .231 2.311 .022 .316 .179 .170 .545 1.836 
MLQ Contingent 
Reward; Rewards 
Achievement 
.994 .755 .131 1.316 .190 .286 .103 .097 .546 1.830 
a. Dependent Variable: Organization Commitment Questionnaire Total 
 
Intellectual Stimulation (IS) and Job Satisfaction 
Research Question 3:  Beyond the effects of contingent reward (transactional leadership 
behavior), what additional contribution does the use of intellectual stimulation (IS) as a practice 
have on police officers’ job satisfaction and organizational commitment? 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ intellectual stimulation (IS) on the outcome variable job satisfaction.  
The model summary indicates an R² value of .419, indicating that approximately 41.9% 
of the variance in job satisfaction can be attributed to, or can be explained by, the variables 
gender, age, and MLQ contingent reward (CR), and MLQ intellectual stimulation (IS), leaving 
58.1 % of job satisfaction unexplained by this model.  
Table 23 
Model Summary of Regression Analysis for Variables Predicting Police Officers’Job 
Satisfaction: Intellectual Stimulation (IS) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .647
a
 .419 .404 10.30877 1.576 
a. Predictors: (Constant), MLQ Contingent Reward; Rewards Achievement, Gender, Age, 
MLQ Intellectual Stimulation; Encourages Innovative Thinking 
b. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
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The ANOVA summary indicates that this simultaneous linear regression model is 
statistically significant (F(4, 161) = 28.987; p < .001), indicating that the combination of all four 
predictor variables significantly predicts job satisfaction. 
The impact of gender (see Table 24) on job satisfaction is not statistically significant (t = 
-.325; p = .745). The variance inflation factor (VIF) is 1.097, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a negative relationship between job 
satisfaction and gender, meaning that it favors males.  However, by itself gender does not 
contribute significantly to the explained variance of the outcome variable. 
The impact of age on job satisfaction is not statistically significant (t = -.170; p = .865). 
The VIF is 1.016, indicating an acceptable collinearity range.  In addition, the beta indicates that 
there is a negative relationship between job satisfaction and age. This signifies that as age 
increases, the level of job satisfaction decreases.  However, age by itself does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on job satisfaction is statistically significant 
(t = 4.870; p < .001).  The VIF is 2.456, indicating an acceptable collinearity range.  In addition, 
the beta indicates that there is a positive relationship between job satisfaction and MLQ 
contingent reward (CR). This signifies a positive directional correlation, meaning the greater the 
contingent reward (CR) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 21% of the explained variance to the overall regression model (β = .459). 
The impact of MLQ intellectual stimulation (IS) on job satisfaction is not statistically 
significant (t = 2.373; p = .019).  The VIF is 2.556, indicating an acceptable collinearity range.   
In addition, the beta indicates that there is a positive relationship between job satisfaction and 
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intellectual stimulation (IS). This signifies a positive directional correlation, meaning the greater 
the intellectual stimulation (IS) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ intellectual stimulation (IS) significantly 
contributes 5.2% of the explained variance to the overall regression model (β = .228). 
Table 24 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Intellectual Stimulation (IS) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 63.115 9.532  6.622 .000      
Gender -1.461 4.489 -.020 -.325 .745 .021 -.026 -
.020 
.912 1.097 
Age -.274 1.616 -.010 -.170 .865 .019 -.013 -
.010 
.984 1.016 
MLQ Intellectual 
Stimulation; Encourages 
Innovative Thinking 
2.803 1.181 .228 2.373 .019 .570 .184 .143 .391 2.556 
MLQ Contingent Reward; 
Rewards Achievement 
5.995 1.231 .459 4.870 .000 .631 .358 .293 .407 2.456 
a. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
Intellectual Stimulation (IS) and Organizational Commitment 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ intellectual stimulation (IS) on the outcome variable organizational 
commitment.  
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The model summary indicates an R² value of .101, indicating that approximately 10.1% 
of the variance in organizational commitment can be attributed to, or can be explained by, the 
variables gender, age, and MLQ contingent reward (CR), and MLQ intellectual stimulation (IS), 
leaving 89.9 % of organizational commitment unexplained by this model.  
Table 25 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Organizational 
Commitment: Intellectual Stimulation (IS) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .317
a
 .101 .078 7.42220 2.002 
a. Predictors: (Constant), MLQ Contingent Reward; Rewards Achievement, Gender, Age, 
MLQ Intellectual Stimulation; Encourages Innovative Thinking 
b. Dependent Variable: Organization Commitment Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression equation is 
statistically significant (F(4, 161) = 4.503; p = .002), indicating that the combination of all four 
predictor variables significantly predicts organizational commitment. 
The impact of gender (see Table 26) on organizational commitment is not statistically 
significant (t = 1.043; p = .298). The VIF is 1.097, indicating an acceptable collinearity range.  In 
addition, the beta indicates that there is a positive relationship between organizational 
commitment and gender, meaning that it favors males.  However, by itself gender does not 
contribute significantly to the explained variance of the outcome variable. 
The impact of age on organizational commitment is not statistically significant (t = -.523; 
p = .602). The VIF is 1.016, indicating an acceptable collinearity range.  In addition, the beta 
indicates that there is a negative relationship between organizational commitment and age. This 
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signifies that as age increases, the level of organizational commitment decreases.  However, age 
by itself does not contribute significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on organizational commitment is not 
statistically significant (t = 1.628; p = .106). The VIF is 2.456, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a positive relationship between 
organizational commitment and MLQ contingent reward (CR). This signifies a positive 
directional correlation, meaning the greater the contingent reward (CR) behavior, the greater the 
organizational commitment and vice versa.  The standardized beta indicates that the variable 
MLQ contingent reward (CR) contributes 3.6% of the explained variance to the overall 
regression model (β = .191). 
The impact of MLQ intellectual stimulation (IS) on organizational commitment is not 
statistically significant (t = 1.065; p = .289).  The VIF is 2.556, indicating an acceptable 
collinearity range.   In addition, the beta indicates that there is a positive relationship between 
organizational commitment and intellectual stimulation (IS). This signifies a positive directional 
correlation, meaning the greater the intellectual stimulation (IS) behavior, the greater the 
organizational commitment and vice versa.  The standardized beta indicates that the variable 
MLQ intellectual stimulation (IS) contributes 1.6% of the explained variance to the overall 
regression model (β = .127). 
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Table 26 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ 
Organizational Commitment: Intellectual Stimulation (IS) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 56.563 6.863  8.242 .000      
Gender 3.372 3.232 .082 1.043 .298 .108 .082 .078 .912 1.097 
Age -.608 1.163 -.039 -.523 .602 -.032 -.041 -
.039 
.984 1.016 
MLQ Intellectual 
Stimulation; Encourages 
Innovative Thinking 
.905 .850 .127 1.065 .289 .284 .084 .080 .391 2.556 
MLQ Contingent Reward; 
Rewards Achievement 
1.443 .886 .191 1.628 .106 .286 .127 .122 .407 2.456 
a. Dependent Variable: Organization Commitment Questionnaire Total 
 
Individualized Consideration (IC) and Job Satisfaction 
Research Question 4:  Beyond the effects of contingent reward (transactional leadership 
behavior), what additional contribution does the use of individualized consideration (IC) as a 
practice have on police officers’ job satisfaction and organizational commitment? 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ contingent 
reward (CR), and MLQ individualized consideration (IC) on the outcome variable job 
satisfaction.  
The model summary indicates an R² value of .465, indicating that approximately 46.5% 
of the variance in job satisfaction can be attributed to, or can be explained by, the variables 
gender, age, MLQ contingent reward (CR), and MLQ individualized consideration (IC), leaving 
53.5 % of job satisfaction unexplained by this model.  
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Table 27 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Job 
Satisfaction: Individual Consideration (IC) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .682
a
 .465 .452 9.89052 1.626 
a. Predictors: (Constant), MLQ Individualized Consideration; Coaches and Develops 
People, Age, Gender, MLQ Contingent Reward; Rewards Achievement 
b. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression model is 
statistically significant (F(4, 161) = 34.996; p < .001), indicating that the combination of all four 
predictor variables significantly predicts job satisfaction. 
The impact of gender (see Table 28) on job satisfaction is not statistically significant (t = 
-1.008; p = .315). The variance inflation factor (VIF) is 1.111, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a negative relationship between job 
satisfaction and gender, meaning that it favors males.  However, by itself gender does not 
contribute significantly to the explained variance of the outcome variable. 
The impact of age on job satisfaction is not statistically significant (t = -.115; p = .909). 
The VIF is 1.008, indicating an acceptable collinearity range.  In addition, the beta indicates that 
there is a negative relationship between job satisfaction and age. This signifies that as age 
increases, the level of job satisfaction decreases.  However, age by itself does not contribute 
significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on job satisfaction is statistically significant 
(t = 3.066; p = .003). The VIF is 2.726, indicating an acceptable collinearity range.  In addition, 
the beta indicates that there is a positive relationship between job satisfaction and MLQ 
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contingent reward (CR). This signifies a positive directional correlation, meaning the greater the 
contingent reward (CR) behavior, the greater the job satisfaction and vice versa.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 8.5% of the explained variance to the overall regression model (β = .292). 
The impact of MLQ individualized consideration (IC) on job satisfaction is statistically 
significant (t = 4.475; p < .001).  The VIF is 2.832, indicating an acceptable collinearity range.   
In addition, the beta indicates that there is a positive relationship between job satisfaction and 
individualized consideration (IC). This signifies a positive directional correlation, meaning the 
greater the individualized consideration (IC) behavior, the greater the job satisfaction and vice 
versa.  The standardized beta indicates that the variable MLQ individualized consideration (IC) 
significantly contributes 18.8% of the explained variance to the overall regression model (β = 
.434). 
Table 28 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ Job  
Satisfaction: Individual Consideration (IC) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 68.273 9.155  7.458 .000      
Gender -4.369 4.335 -.061 -
1.008 
.315 .021 -.079 -
.058 
.900 1.111 
Age -.178 1.544 -.007 -.115 .909 .019 -.009 -
.007 
.992 1.008 
MLQ Individualized 
Consideration; Coaches 
and Develops People 
5.534 1.237 .434 4.475 .000 .650 .333 .258 .353 2.832 
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MLQ Contingent Reward; 
Rewards Achievement 
3.814 1.244 .292 3.066 .003 .631 .235 .177 .367 2.726 
a. Dependent Variable: Minnesota Job Satisfaction Questionnaire Total 
 
Individualized Consideration (IC) and Organizational Commitment 
For this research question, a simultaneous multiple linear regression analysis was 
conducted to evaluate the impact of four predictor variables: gender, age, MLQ C contingent 
reward (CR), and MLQ individualized consideration (IC) on the outcome variable organizational 
commitment.  
The model summary indicates an R² value of .117, indicating that approximately 11.7% 
of the variance in organizational commitment can be attributed to, or can be explained by, 
gender, age, MLQ contingent reward (CR), and MLQ idealized influence (II-A), leaving 88.3 % 
of organizational commitment unexplained by this model.  
Table 29 
Model Summary of Regression Analysis for Variables Predicting Police Officers’ Organizational 
Commitment: Individualized Consideration (IC) 
Model Summaryb 
Model R R Square 
Adjusted R 
Square 
Std. Error of the 
Estimate Durbin-Watson 
1 .342
a
 .117 .095 7.35445 2.028 
a. Predictors: (Constant), MLQ Contingent Reward; Rewards Achievement, Gender, Age, 
MLQ Individualized Consideration; Coaches and Develops People 
b. Dependent Variable: Organization Commitment Questionnaire Total 
 
The ANOVA summary indicates that this simultaneous linear regression equation is 
statistically significant (F(4, 161) = 5.331; p < .001), indicating that the combination of all four 
predictor variables significantly predicts organizational commitment. 
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The impact of gender (see Table 30) on organizational commitment is not statistically 
significant (t = .727; p = .468). The VIF is 1.111, indicating an acceptable collinearity range.  In 
addition, the beta indicates that there is a positive relationship between organizational 
commitment and gender, meaning that it favors males.  However, by itself gender does not 
contribute significantly to the explained variance of the outcome variable. 
The impact of age on organizational commitment is not statistically significant (t = -.506; 
p = .614). The VIF is 1.008, indicating an acceptable collinearity range.  In addition, the beta 
indicates that there is a negative relationship between organizational commitment and age. This 
signifies that as age increases, the level of organizational commitment decreases.  However, age 
by itself does not contribute significantly to the explained variance of the outcome variable. 
The impact of MLQ contingent reward (CR) on organizational commitment is not 
statistically significant (t = .727; p = .468). The VIF is 2.726, indicating an acceptable 
collinearity range.  In addition, the beta indicates that there is a positive relationship between 
organizational commitment and MLQ contingent reward (CR). This signifies a positive 
directional correlation, meaning the greater the contingent reward (CR) behavior, the greater the 
organizational commitment and vice versa.  The standardized beta indicates that the variable 
MLQ contingent reward (CR) contributes less than 1% of the explained variance to the overall 
regression model (β = .089). 
The impact of MLQ individualized consideration (IC) on organizational commitment is 
not statistically significant (t = 2.033; p = .044).  The VIF is 2.832, indicating an acceptable 
collinearity range.   In addition, the beta indicates that there is a positive relationship between 
organizational commitment and individualized consideration (IC). This signifies a positive 
directional correlation, meaning the greater the individualized consideration (IC) behavior, the 
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greater the organizational commitment and vice versa.  The standardized beta indicates that the 
variable MLQ individualized consideration (IC) significantly contributes 6.4% of the explained 
variance to the overall regression model (β = .253). 
Table 30 
Coefficients Table of Multiple Regression Analysis for Variables Predicting Police Officers’ 
Organizational Commitment: Individualized Consideration (IC) 
Coefficientsa 
Model 
Unstandardized 
Coefficients 
Standardized 
Coefficients 
t Sig. 
Correlations 
Collinearity 
Statistics 
B Std. Error Beta 
Zero-
order Partial Part Tolerance VIF 
1 (Constant) 58.398 6.807  8.579 .000      
Gender 2.344 3.224 .057 .727 .468 .108 .057 .054 .900 1.111 
Age -.581 1.148 -.038 -.506 .614 -.032 -.040 -
.037 
.992 1.008 
MLQ Individualized 
Consideration; Coaches 
and Develops People 
1.870 .920 .253 2.033 .044 .332 .158 .151 .353 2.832 
MLQ Contingent Reward; 
Rewards Achievement 
.672 .925 .089 .727 .468 .286 .057 .054 .367 2.726 
a. Dependent Variable: Organization Commitment Questionnaire Total 
 
Summary 
 This chapter reported the results of the data analysis and discussed this researcher’s 
findings from the three surveys that were distributed to police officers in five central New Jersey 
municipalities, generating a response rate of 38% and a sample size of 166 police officers.  The 
first section of this chapter provided descriptive data on the survey respondents and their scores 
on the three survey instruments.  The next section of the chapter presented a correlation analysis, 
followed by a series of simultaneous multiple regression analyses on the predictor variables job 
satisfaction (general/overall) and organizational commitment.  The forthcoming Chapter V of 
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this study presents a summary of the study and its findings, conclusions, implications, and 
recommendations for future research.  
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CHAPTER V 
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 
 
Summary 
 
 The task of leading a law enforcement agency has always been a complex one, requiring 
skills in mastering multifaceted policy issues, developing organizational structures and systems, 
managing employees, and addressing the various and sometimes conflicting expectations of the 
community, political leaders, agency employees, and the news media (PERF, 2009).  A variety 
of challenges now face law enforcement leaders, including technology and social media, building 
trust and legitimacy in their communities, officer health and wellness, as well as the traditional 
approach to crime prevention and crime reduction.  These goals become more difficult to attain 
as a result of increased operating costs, depleting budgets, and fewer resources.  Strong, 
dynamic, and open (transparent) leadership is needed to address these various concerns within 
communities throughout the United States, ensuring quality service to all.          
Studies have debunked the idea that police culture is universal or monolithic (Paoline, 
2003).  Different variables such as geographic location, demographics, leadership, department 
size, structure, and the communities served play an integral role in the organizational culture of 
the agency.  According to the President’s Task Force on 21st Century Policing, “Those in law 
enforcement vary in their attitudes and beliefs just like members of other occupations. Although 
reliable data are hard to come by, it is risky to generalize such a large group of people, especially 
since most studies have looked at a single agency or, at most, a few agencies” (Final Report, 
2015, pg. 29).  This is the case in this particular study, in which the leadership styles of five 
chiefs were examined and their officers queried on their level of job satisfaction and 
organizational commitment based on their chiefs’ particular leadership style.  
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The purpose of this study was to examine police chiefs’ leadership behaviors, as 
perceived by the police officers they supervise and determine the value-added influence of 
transformational leadership behaviors and its impact on their subordinates’ job satisfaction and 
organizational commitment beyond the influence of transactional leadership practices.  As is the 
case in this research study, wherein 166 police officers responded to three separate survey 
instruments in five municipal police agencies (N = 430) in central New Jersey to measure the 
independent and dependent variables under study.  The response rate for this study was 38%.  
The survey instruments utilized within the study were the Multifactor Leadership Questionnaire 
(MLQ-5X), which measured police officer perceptions about their chiefs’ leadership behaviors, 
specifically those identified in the Full Range Leadership (FRL) model (Bass & Riggio, 2006). 
The FRL model includes five dimensions of transformational leadership, three dimensions of 
transactional leadership, and laissez-faire leadership.  This survey was completed by the five 
police chiefs and officers from their respective agencies.  In an effort to measure job satisfaction 
(intrinsic, extrinsic, and general), the Minnesota Job Satisfaction Questionnaire (MSQ), 
developed by the University of Minnesota Industrial Relations Center as part of the Work 
Adjustment Project (1963), was utilized.  The final survey instrument used to measure 
commitment in their respective organization was the Organizational Commitment Questionnaire 
(OCQ), developed by Mowday, Porter, and Steers (1979).   
 The review of literature was developed examining the historical foundation of police 
leadership and its impact on policing.  Various research conducted relative to law enforcement 
has shown that no one specific style of leadership has been predominant, even though recent 
research has shown an emphasis on transformational leadership.  The theory of transformational 
leadership and the Full Range Leadership model has been studied in several public service 
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settings over the past 30 years, including several law enforcement studies (Morreale, 2003; 
Sarver & Miller, 2014; Alvarez et al., 2014).  According to Avolio and Bass (1995, 2004) the full 
range model of leadership assumes the existence of differences in effectiveness of leadership 
styles based on the active/passive distinction covering the range of passive/avoidant laissez-faire, 
through the classical transactional leadership, and up to transformational leadership. Further, the 
literature was reviewed on each of the outcome variables of this study, including job satisfaction 
and organizational commitment both within and outside law enforcement to develop a better 
understanding of previous research in these areas.   
Primary Research Question 
Beyond that of transactional leadership practices, what, if any, impact do police chiefs’ 
transformational leadership behaviors have on police officers’ job satisfaction and organizational 
commitment? 
Subsidiary Research Questions 
1. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of idealized influence as a practice have on  
police officers’ job satisfaction and organizational commitment? 
2. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of inspirational motivation as a practice have on 
police officers’ job satisfaction and organizational commitment? 
3. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of intellectual stimulation as a practice have on  
police officers’ job satisfaction and organizational commitment? 
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4. Beyond the effects of contingent reward (transactional leadership behavior), what 
additional contribution does the use of individualized consideration as a practice have 
on  police officers’ job satisfaction and organizational commitment? 
Findings and Conclusions 
The results of the Multifactor Leadership Questionnaire (MLQ-5X) indicated that 
participating chiefs of police rated themselves higher than their subordinates’ mean average in 
almost all transformational leadership behaviors with a range of  2.5-4.  Transactional leadership 
behavior, specifically contingent reward (CR), was consistent in self ratings by the chiefs with a 
range of 3-4, with a lower self-rating measure for management-by-exception (active and passive) 
with a range 0-1.5, as subordinate means were higher for contingent reward (1.68-2.88) as 
opposed to management-by-exception (0.52-2.69).  Laissez-faire was the leadership style that 
was displayed the least by the participating chiefs with a self-rated range of 0-1 and subordinate 
means of .42-1.48 and had minimal impact on this study in relation to the research questions. 
The MLQ results for Department A indicated that the officers in this agency identify their 
chief to display traits of a transformational leader.  The transformational behavior, inspirational 
motivation (IM) yielded the highest mean (3.21) to the self-rated score (3.80) in this category. 
The mean scores for subordinates’ rating their chief in the Five-I’s of transformational leadership 
behaviors were between 1.96 and 3.21 with a grand mean of  2.58.  This score is slightly below 
the research validated benchmark of (2.71) established by Bass and Avolio (1995, 2004) for 
subordinate ratings.  Self-rated transactional leadership behaviors ranged from .80-4.0 with a 
mean of 2.10, while the subordinate group mean was 1.78.   
The MLQ results for Department B indicated that the officers in this agency identify their 
chief to be a transformational leader.  The transformational behavior inspirational motivation 
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(IM) yielded the highest mean (3.35) to the self-rated score (3.80) in this category.  The mean 
scores for subordinates rating their chief in the Five-I’s of transformational leadership behaviors 
were between 2.64 and 3.35 with a grand mean of 3.04.  This score is higher than the research- 
validated benchmark of  2.71 established by Bass and Avolio (1995, 2004) for subordinate 
ratings.  Self-rated transactional leadership behaviors ranged from 0 to 3.0, with a mean of 1.16, 
while the subordinate grand mean was 1.71.   
 The MLQ results for Department C indicated that the officers in this agency identify 
their chief to be a transformational leader.  The transformational behavior inspirational 
motivation (IM) yielded the highest mean (3.48) of the self-rated score (3.80) in this category. 
The mean scores for subordinates rating their chief in the Five-I’s of transformational leadership 
behaviors were between 2.13 and 3.48, with a grand mean of 2.85.  This score is higher than the 
research-validated benchmark of 2.71 established by Bass and Avolio (1995, 2004) for 
subordinate ratings.  Self-rated transactional leadership behaviors ranged from 0 to 3.5, with a 
mean of 1.26, while the subordinate group mean was 1.78.   
The MLQ results for Department D indicated that the officers in this agency perceive 
their chief to display traits of a transactional leader.  The transactional behavior management-by-
exception – active (MBE-A) yielded the highest mean (2.69) to the self-rated score of 2.30.  Self-
rated transactional leadership behaviors ranged from .30 to 4, with a mean of 2.20, and the 
subordinate group mean was 1.84.  This score is below the research-validated benchmark of 2.72 
established by Bass and Avolio (1995, 2004) for subordinate ratings but is closer in mean score 
than that of transformational leadership ratings. All transformational leadership behaviors were 
self-rated between 2.80 and 4, with a mean of 3.80.  The mean scores for subordinates rating 
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their chief in the Five-I’s of transformational leadership behaviors were between 1.15 and 2.30, 
with a grand mean of 1.71.   
The MLQ results for Department E indicated that the officers in this agency identify their 
chief to be a transactional leader.  The transactional behavior, management-by-exception – active 
(MBE-A) yielded the highest mean (2.25) of the self-rated score of 1.50.  Self-rated transactional 
leadership behaviors ranged from .80 to 3.8, and the subordinate grand mean was 1.88.  This 
score is below the research-validated benchmark of 2.72 established by Bass and Avolio (1995, 
2004) for subordinate ratings but is closer in mean score than that of transformational leadership 
ratings.  All transformational leadership behaviors were self-rated between 2.50 and 3.30, with a 
mean of 3.10.  The mean scores for subordinates rating their chief in the Five-I’s of 
transformational leadership behaviors were between 1.33 and 1.77, with a grand mean of 1.58.    
The results of the Pearson correlation analysis indicated that there were significant 
positive correlations in all transformational leadership dimensions relative to all categories of job 
satisfaction as well as organizational commitment.  The strongest correlations were identified 
between transformational leadership behaviors and police officers’ extrinsic job satisfaction, 
with a correlations coefficient range between .623 and .723, followed by general (overall) job 
satisfaction, with a range of .580 and .662.  Idealized influence (active), to the extent to which 
the chief serves as role model, emphasizing admiration, respect, and trust from their officers was 
most highly correlated with the three components of job satisfaction as well as organizational 
commitment.  This indicates that the more trust in officers’ abilities and respect shown to those 
officers, their level of satisfaction in their job and commitment to the organization appear to 
increase.      
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Of the three transactional leadership dimensions, only contingent reward, which is the 
extent to which leaders specify tangible rewards upon subordinates as a result of goal attainment, 
had a strong correlation in all three components of job satisfaction, with a range between .505 
and .701.  Management-by-exception (both active and passive) had weak to moderate negative 
correlations in all categories (-.095 to -.395) and were found to be not significant.  Laissez-faire 
leadership, or lack of leadership, had a moderate to strong negative correlation in all categorical 
variables (-.130 to -.539), meaning that this type of leadership had a negative impact on both job 
satisfaction and organizational commitment.   
In relation to Kieres’ (2012) study in a school setting, the results of this study on police 
officers compared to that of teachers are as follows: 
 Stronger positive correlations were identified in all job satisfaction categories with 
the police officer for all transformational behaviors and contingent reward. 
 All correlations involving management-by-exception (MBE-A) indicated a weak to 
moderate negative correlation range (between -.107 and -.224) in job satisfaction 
variables for police, while teachers indicated only a negative weak correlation (-.035) 
relative to the variable intrinsic job satisfaction.   
 Teachers had higher positive correlations in all categories of organizational 
commitment except when measured against management-by-exception (MBE-P)      
(-.389) and laissez-faire (-.377), whereas weaker negative correlations were identified 
with the police officers (-.118) and (-.130) in those categories.  
 The results of the multiple simultaneous linear regression analyses provided this 
researcher with more specific information about the relationship between the study variables. 
Four predictor variables were utilized to perform these series of analyses, including gender; age, 
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contingent reward (CR), and each transformational leadership behavior, with the two outcome 
variables job satisfaction and organizational commitment.  Within the results, the predictor 
variables gender and age were not statistically significant in any of the multiple simultaneous 
linear regression analyses conducted.     
 The first subsidiary research question was as follows: Beyond the effects of contingent 
reward (transactional leadership behavior), what additional contribution does the use of idealized 
influence (active and passive) as a practice have on police officers’ job satisfaction and 
organizational commitment? 
The transformational leadership practice of idealized influence – attributed (II-A) had a 
positive impact on the outcome variable job satisfaction, as the standardized beta indicates that 
the variable MLQ idealized influence (II-A) significantly contributes 19% of the explained 
variance to the overall regression model (β = .436) and is statistically significant.  The variable 
MLQ contingent reward (CR) significantly contributes 7.8% of the explained variance to the 
overall regression model (β = .280) and is statistically significant. 
The active transformational leadership practice of idealized influence (II-A) had a 
positive impact on the outcome variable organizational commitment, as the standardized beta 
indicates that the variable MLQ idealized influence (II-A) significantly contributes 13% of the 
explained variance to the overall regression model (β = .361) and is statistically significant.  The 
variable MLQ contingent reward (CR) indicates that there is a negative relationship between 
organizational commitment and MLQ contingent reward (CR) and is not statistically significant. 
This signifies a negative directional correlation, meaning the greater the contingent reward (CR) 
behavior, the less the organizational commitment and vice versa.  
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The passive transformational leadership practice of idealized influence (II-B) had a 
positive impact on the outcome variable job satisfaction, as the standardized beta indicates that 
the variable MLQ idealized influence (II-B) significantly contributes 7.6% of the explained 
variance to the overall regression model (β = .276) and is statistically significant.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 18.7% of the explained variance to the overall regression model (β = .433) and is 
statistically significant. 
The passive transformational leadership practice of idealized influence (II-B) had a 
positive impact on the outcome variable organizational commitment, as the standardized beta 
indicates that the variable MLQ idealized influence (II-B) contributes 1.2% of the explained 
variance to the overall regression model (β = .110) but is not statistically significant.  The 
standardized beta indicates that the variable MLQ contingent reward (CR) significantly 
contributes 4.3% of the explained variance to the overall regression model (β = .208) and is also 
not statistically significant. 
 The second subsidiary research question was as follows: Beyond the effects of contingent 
reward (transactional leadership behavior), what additional contribution does the use of 
inspirational motivation as a practice have on police officers’ job satisfaction and organizational 
commitment? 
The transformational leadership practice of inspirational motivation (IM) had a positive 
impact on the outcome variable job satisfaction, as the standardized beta indicates that the 
variable MLQ inspirational motivation (IM) significantly contributes 18.9% of the explained 
variance to the overall regression model (β = .435) and is statistically significant.  The variable 
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MLQ contingent reward (CR) significantly contributes 11.4% of the explained variance to the 
overall regression model (β = .338) and is statistically significant. 
The transformational leadership practice of inspirational motivation (IM) had a positive 
impact on outcome variable organizational commitment, as the standardized beta indicates that 
the variable MLQ inspirational motivation (IM) significantly contributes 5.3% of the explained 
variance to the overall regression model (β = .231) but is not statistically significant.  The 
variable MLQ contingent reward (CR) contributes 1.7% of the explained variance to the overall 
regression model (β = .131) and is also not statistically significant. 
 The third subsidiary research question was as follows: Beyond the effects of contingent 
reward (transactional leadership behavior), what additional contribution does the use of 
intellectual stimulation as a practice have on police officers’ job satisfaction and organizational 
commitment? 
The transformational leadership practice of intellectual stimulation (IS) had a positive 
impact on the outcome variable job satisfaction, as the standardized beta indicates that the 
variable MLQ intellectual stimulation (IS) significantly contributes 5.2% of the explained 
variance to the overall regression model (β = .228) but is not statistically significant.  The 
variable MLQ contingent reward (CR) significantly contributes 21% of the explained variance to 
the overall regression model (β = .459) and is statistically significant. 
The transformational leadership practice of intellectual stimulation (IS) had a positive 
impact on the outcome variable organizational commitment, as the standardized beta indicates 
that the variable MLQ intellectual stimulation (IS) contributes 1.6% of the explained variance to 
the overall regression model (β = .127) but is not statistically significant.  The variable MLQ 
 
 
147 
contingent reward (CR) contributes 3.6% of the explained variance to the overall regression 
model (β = .191) and is also not statistically significant. 
 The fourth subsidiary research question was as follows: Beyond the effects of contingent 
reward (transactional leadership behavior), what additional contribution does the use of 
individualized consideration as a practice have on police officers’ job satisfaction and 
organizational commitment? 
The transformational leadership practice of individualized consideration (IC) had a 
positive impact on the outcome variable job satisfaction, as the standardized beta indicates that 
the variable MLQ individualized consideration (IC) significantly contributes 18.8% of the 
explained variance to the overall regression model (β = .434) and is statistically significant.  The 
variable MLQ contingent reward (CR) significantly contributes 8.5% of the explained variance 
to the overall regression model (β = .292) and is statistically significant.  
The transformational leadership practice of individualized consideration (IC) had a 
positive impact on the outcome variable organizational commitment, as the standardized beta 
indicates that the variable MLQ individualized consideration (IC) significantly contributes 6.4% 
of the explained variance to the overall regression model (β = .253) but is not statistically 
significant.  The variable MLQ contingent reward (CR) contributes less than 1% of the explained 
variance to the overall regression model (β = .089) and is also not statistically significant. 
Overall, three of the five transformational leadership behaviors yielded the most 
consistent variance with the outcome variable job satisfaction.  Idealized influence – active (II-
A) contributed 19% of the variance, followed by inspirational motivation (IM) at 18.9% of the 
variance, and finally individualized consideration (IC) at 18.8% of the variance.   
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Conversely, the transactional leadership dimension contingent reward (CR) contributed 
the highest amount of variance when correlated with the two remaining transformational 
leadership behaviors relative to job satisfaction; 18.7% of the variance is attributed to contingent 
reward (CR) when associated with idealized influence – passive (II-B), and the largest variance 
was associated with intellectual stimulation (IS) at 21%.  This finding relative to job satisfaction 
is not surprising.  Through Bass and Avolio’s (2006) Augmentation Model of Transactional and 
Transformational Leadership, they express that these two specific dimensions are not opposites 
and exist on a continuum of leadership behaviors, in which both are utilized by leaders to 
increase their effectiveness within their organizations.   
The variance on organizational commitment of the Full Range Leadership dimensions 
was less significant.  Transformational leadership behaviors idealized influence – active (II-A) 
contributed to 13% and individualized consideration (IC) 6.4% of the variance relative to 
organizational commitment. 
Contingent reward (CR) was also less significant overall, with the highest attributed 
variance at 4.3% when associated with idealized influence – active (II-A) and organizational 
commitment.  
Implications of Findings 
 This study sought to identify a relationship between police chiefs’ transformational 
leadership practices beyond that of contingent reward and police officer job satisfaction and 
organizational commitment within their respective agencies.  However, the transactional 
leadership dimension contingent reward demonstrated that it plays as much of a role in the 
research as the transformational leadership dimensions.  Contingent reward (CR) displayed the 
largest percentage of variance at 21% relative to job satisfaction.  Contingent reward is described 
 
 
149 
by Bass (1985) as emphasizing rewards contingent upon the agreed performance standards 
through the clarification of goals, work standards, assignments, and equipment between the 
leader and the follower.  As police agencies are paramilitary organizations, the structure of 
contingent reward has emerged as a strong and significant predictor with the outcome variable 
job satisfaction.  Bass (1985) cites that contingent reward “has moderate effects on reducing role 
ambiguity and role conflict” as well as “contributing indirectly to improve performance and 
satisfaction with supervision” (p. 129).  These results support Bass and Riggio’s (2006) 
Augmentation Model of Transactional and Transformational Leadership as previously discussed 
in Chapter II of this study.  This illustrates the relationship between these behaviors and indicates 
that contingent reward behavior provides the necessary managerial foundation on which leaders 
can add transformational behaviors in order to bring about heightened employee motivation and 
exceptional results (Kieres, 2012).   
 The implication of the findings relative to the transactional behavior contingent reward 
(CR) indicates that police chiefs should set clear expectations amongst subordinates to ensure 
that standards of performance are being set, measured, and awarded appropriately throughout 
their organizations.  In an effort to track such performance standards, many agencies conduct bi-
annual to annual performance evaluations.  These evaluations often take place only from 
supervisor to subordinate. These processes should be reviewed to ensure that they are meeting 
the goals and objectives of what they are designed to accomplish.  The process of conducting 
360° evaluations (supervisor to subordinate to supervisor) were piloted in this study through the 
MLQ-5X survey and is often difficult to perform and oftentimes not well received by staff, 
especially with those in higher authority positions.  Research has consistently shown that, when 
conducted effectively, the multi-source feedback process can lead to greater evaluative accuracy 
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and higher levels of participant acceptance compared to single source evaluation alone (London 
& Smither, 1995).  This process may increase acceptance and legitimacy of evaluations by the 
rank and file and assist in better understanding performance expectations in the workplace. 
 Idealized influence (attributed) yielded the highest variance for the transformational 
leadership dimensions, accounting for 19%.  According to Bass and Avolio (1994), idealized 
influence (II-A) builds trust by inspiring power and pride in their followers by going beyond 
individual interests and focusing on the interests of the group and its members.        
 The implication of the results in this study relative to the transformational leadership 
dimension idealized influence (II-A) has on police officers’ perception of leadership is 
significant.  Within the descriptive statistics, positive correlations were identified in all job 
satisfaction categories and organizational commitment with the classification of supervisor 
(sergeant or above) yielding the highest mean in all categories except intrinsic job satisfaction.  
Patrol assignment yielded the lowest mean score in all three job satisfaction categories.  This 
presents an organizational problem due to the fact that a majority of an agency’s workforce is 
comprised of officers assigned to the patrol division/function.  These officers are the 
organization’s front-line employees who go out and respond to calls for service and have 
constant direct contact with the communities they serve.  Different methods or ideas may need to 
be employed to change the views of these officers who are so vital to the overall mission of the 
agency.  The areas of engagement and training need to be considered in an effort to change these 
officers’ perceptions.  Officers need to feel trusted and that their efforts are making a difference 
within their organization, community, and themselves.  As a result, training courses should be 
designed relative to the ideas presented within the transformational as well as the transactional 
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leadership process of contingent reward indicated by this research as having a positive impact on 
job satisfaction.   
Supervisor-level training courses at the first-line level (sergeants), command staff 
(lieutenants/captains), and executive (deputy chief/chief/sheriff) should be developed and 
implemented with a focus on the behaviors identified within transformational leadership as well 
as the transactional dimension, contingent reward.  It is recommended that this training be 
developed and implemented starting at the first-line level to assist in developing the ideas and 
traits associated with transformational leadership with these lower-level supervisors.   
Inspirational motivation yielded the second highest amount of variance at 18.9% as an 
influence on police officer job satisfaction.  Inspirational motivation (IM) is when leaders 
articulate shared goals and mutual understanding while providing vision to obtain goals and 
expectations (Bass & Avolio, 1994).  Police chiefs need to consider these factors and present to 
their staff an optimistic outlook and approach to goal setting and goal attainment.  Innovative 
ideas need to be presented and represented by these law enforcement leaders to gain the “buy-in” 
to their organizational goals in an effort to increase their following and support from staff. 
Overall, job satisfaction results relative to the “Five I’s” of transformational leadership 
behavior and the transactional dimension contingent reward yielded moderate to strong direct 
positive correlations.  Job satisfaction in this field also tends to be more favorable for males.  
This is consistent with Bass and Riggio (2006), as they state studies show strong and reliable 
findings indicating that transformational leaders have more satisfied followers than non-
transformational leaders.  In addition, Dumdum, Lowe and Avolio (2002) and Lowe et al. (1996) 
show very high average correlations (ranging from .51 to .81) between all components of 
transformational leadership and measures of follower satisfaction (p.. 41).  Although  this study 
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did not yield similarly high of results (.459 - .723), transformational leadership behaviors were 
identified as having strong positive correlations within all job satisfaction categories. 
Organizational commitment results relative to the “Five I’s” of transformational 
leadership behavior and the transactional dimension contingent reward yielded weak to moderate 
direct positive correlations.  The management-by-exception (active and passive), as well as 
laissez-faire styles of leadership, yielded weak negative relationships relative to organizational 
commitment, indicating that officers tend to display less commitment to their organizations when 
these types of leadership styles are displayed.    
 The results of this study were consistent with previous research having utilized the OCQ, 
indicating that with increased years of service, there was a decrease in the officers’ commitment 
to the organization (Dick, 2011; Beck & Wilson, 2000; Van Maanen, 1975).  In the state of New 
Jersey, law enforcement careers usually last 25 years or more.  Efforts may be made to 
encourage veteran officers to increase their participation by identifying job traits and activities 
that would assist in increasing their commitment and buy-in to organizational goals and 
objectives.  This employee engagement process may result in increased performance and 
commitment amongst the veteran officers and could have a broader positive impact on both the 
agency and community as a whole.  This approach is not intended to exclude younger officers 
from similar encouragement or opportunities.   Engaging in these behaviors or opportunities 
earlier in one’s career could impact commitment levels in years to come.  
Recommendations for Future Research 
 In considering this study of transformational leadership perceptions and their impact on 
job satisfaction and organizational commitment in the law enforcement setting, this researcher 
suggests that future research be conducted on the following: 
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1. Although this study did demonstrate differences between the participating agencies, it 
did not provide participants the opportunity to provide explanation for their specific 
choices of ratings.  Future research could provide further insight under a mixed 
methods approach using both quantitative and qualitative procedures to collect and 
analyze data responses.   
2. Future research could also include additional subgroups such as race and ethnicity, as 
well as education background, with a further breakdown of subgroups utilized in this 
study, such as age.  This study did not include these categories; therefore, any future 
research should include these to provide a broader sample to accurately reflect the 
diversity of our society and determine if any of these demographic characteristics 
impacts leadership perception, job satisfaction, or organizational commitment. 
3. Research could be expanded using a broader scope of population sample of police 
officers and police chiefs to determine if results are consistent with this study.  This 
may be accomplished through conducting similar research at either a statewide or 
regional level and/or concentrated in more urban areas with municipalities that have 
larger (100+ officer) police agencies.   
4. Additionally, the scope of this study did not include sworn law enforcement officers 
from any county agencies (i.e., sheriff’s office, police or corrections), or state 
agencies (i.e., New Jersey State Police, Department of Human Services, New Jersey 
State Park Police, or New Jersey Department of Corrections). A similar or replicative 
study could be conducted in any one of these organizations to determine if findings 
are consistent or if significant differences exist, especially within the NJSP or 
NJDOC, as they have their own institutional cultures and identities.      
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5. Further studies may be conducted to determine the variance of police chiefs’ or 
command staff members’ (lieutenants and above) level of leadership in their agencies.  
Supervisors in this study were direct participants and classified together at/above the 
rank of sergeant.  A study such as this would also be similar to the exploratory study 
on leadership behaviors in policing conducted by Stamper (1992), whereupon 52 
police chiefs and 92 of their immediate assistants were surveyed from departments 
serving populations of 200,000 or more in 28 states.  As a result, the New Jersey State 
Association of Chiefs of Police could assist in this process and be provided data and 
seek to develop executive training programs based on the information revealed in 
such a study.      
6. Another area to consider is gender regarding low female participation.  A similar 
study may be conducted within geographic areas or with agencies that have more 
gender diversity, such as larger city or county police agencies.  Within this study, 
only six female officers responded, or roughly 3.6% of total responses.  The law 
enforcement profession is underrepresented by the female population as a whole, but 
even more so in suburban areas such as Monmouth and Ocean Counties.  These 
results are indicative of the geographical location where this study was conducted, as 
females are significantly underrepresented in the law enforcement profession but may 
not be to the same extent in other regions of the United States.  Specific groups or 
organizations that represent women in law enforcement would be a potential point of 
reference to assist in gaining participation from this target group.        
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Appendix A: MLQ-5X Frequency Distribution Scale by Department   
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Department A – MLQ Results 
Survey 
Item 
n 1 (Not 
at all) 
2 
(Once 
in a 
while) 
3 
(Sometimes) 
4 
(fairly 
often) 
5 
(Frequently, 
if not always) 
Mean Median SD 
I provide other with 
assistance in 
exchange for their 
efforts 
 
53 
 
7.5% 
 
15.1% 
 
17% 
 
41.5% 
 
18.9% 
 
2.49 
 
3.00 
 
1.19 
I re-examine critical 
assumptions to 
question whether 
they are appropriate 
 
48 
 
8.3% 
 
22.9% 
 
29.2% 
 
31.3% 
 
8.3% 
 
2.08 
 
2.00 
 
1.11 
I fail to interfere 
until problems 
become serious 
 
55 
 
32.7% 
 
16.4% 
 
14.5% 
 
23.6% 
 
12.7% 
 
1.67 
 
2.00 
 
1.46 
I focus attention on 
irregularities, 
mistakes, exceptions, 
and deviations from 
standards 
 
 
55 
 
 
16.4% 
 
 
34.5% 
 
 
34.5% 
 
 
10.9% 
 
 
3.6% 
 
 
1.51 
 
 
1.00 
 
 
1.01 
I avoid getting 
involved when 
important issues 
arise 
 
56 
 
53.6% 
 
14.3% 
 
17.9% 
 
5.4% 
 
8.9% 
 
1.01 
 
.00 
 
1.32 
I talk about my most 
important values and 
beliefs. 
 
55 
 
1.8% 
 
7.3% 
 
25.5% 
 
43.6% 
 
21.8% 
 
2.76 
 
3.0 
 
.942 
I am absent when 
needed 
54 48.1% 13% 20.4% 13% 5.6% 1.14 1.0 1.30 
I seek differing 
perspectives when 
solving problems 
 
50 
 
10% 
 
18% 
 
28% 
 
30% 
 
14% 
 
2.2 
 
2.0 
 
1.19 
I talk optimistically 
about the future 
58 0% 0% 8.6% 37.9% 53.4% 3.44 4.0 .653 
I instill pride in 
others for being 
associated with me 
 
58 
 
6.9% 
 
3.4% 
 
13.8% 
 
41.4% 
 
34.5% 
 
2.93 
 
3.0 
 
1.12 
I discuss in specific 
terms who is 
responsible for 
achieving 
performance targets 
 
 
56 
 
 
10.7% 
 
 
14.3% 
 
 
35.7% 
 
 
33.9% 
 
 
5.4% 
 
 
2.09 
 
 
2.0 
 
 
1.06 
I wait for things to 
go wrong before 
taking action 
 
57 
 
42.1% 
 
21.1% 
 
15.8% 
 
14% 
 
7% 
 
1.22 
 
1.0 
 
1.32 
I talk enthusiastically 
about what needs to 
be accomplished 
 
58 
 
0% 
 
1.7% 
 
13.8% 
 
44.8% 
 
39.7% 
 
3.22 
 
3.0 
 
.750 
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I specify the 
importance of having 
a strong sense of 
purpose 
 
56 
 
5.4% 
 
3.6% 
 
23.2% 
 
46.4% 
 
21.4% 
 
2.75 
 
3.0 
 
1.01 
I spend time teaching 
and coaching 
 
58 
 
6.9% 
 
22.4% 
 
32.8% 
 
27.6% 
 
10.3% 
 
2.12 
 
2.0 
 
1.09 
I make clear what 
one can expect to 
receive when 
performance goals 
are achieved 
 
 
54 
 
 
14.8% 
 
 
18.5% 
 
 
22.2% 
 
 
31.5% 
 
 
13% 
 
 
2.09 
 
 
2.0 
 
 
1.27 
I show that I am a 
firm believer in "If it 
ain't broke, don't fix 
it." 
 
53 
 
45.3% 
 
22.6% 
 
18.9% 
 
13.2% 
 
0% 
 
1.00 
 
1.0 
 
1.09 
I go beyond self-
interest for the good 
of the group 
 
54 
 
13% 
 
13% 
 
22.2% 
 
31.5% 
 
20.4% 
 
2.33 
 
3.0 
 
1.30 
I treat others as 
individuals rather 
than just as members 
of the group 
 
58 
 
5.2% 
 
13.8% 
 
20.7% 
 
36.2% 
 
24.1% 
 
2.60 
 
3.0 
 
1.15 
I demonstrate that 
problems must 
become chronic 
before I take action 
 
52 
 
42.3% 
 
17.3% 
 
21.2% 
 
13.5% 
 
5.8% 
 
1.23 
 
1.0 
 
1.29 
I act in ways that 
build others' respect 
for me 
 
58 
 
8.6% 
 
13.8% 
 
12.1% 
 
41.4% 
 
24.1% 
 
2.58 
 
3.0 
 
1.24 
I concentrate my full 
attention on dealing 
with mistakes, 
complaints, and 
failures 
 
 
56 
 
 
10.7% 
 
 
16.1% 
 
 
32.1% 
 
 
35.7% 
 
 
5.4% 
 
 
2.09 
 
 
2.0 
 
 
1.08 
I consider the moral 
and ethical 
consequences of 
decisions 
 
54 
 
5.6% 
 
14.8% 
 
9.3% 
 
42.6% 
 
27.8% 
 
2.72 
 
3.0 
 
1.18 
I keep track of all 
mistakes 
33 9.1% 24.2% 33.3% 21.2% 12.1% 2.03 2.0 1.15 
I display a sense of 
power and 
confidence 
 
58 
 
1.7% 
 
1.7% 
 
12.1% 
 
48.3% 
 
36.2% 
 
3.15 
 
3.0 
 
.833 
I articulate a 
compelling vision of 
the future 
 
58 
 
1.7% 
 
5.2% 
 
12.1% 
 
44.8% 
 
36.2% 
 
3.08 
 
3.0 
 
.923 
I direct my attention 
toward failures to 
meet standards 
 
43 
 
39.5% 
 
25.6% 
 
25.6% 
 
7% 
 
2.3% 
 
1.06 
 
1.0 
 
1.07 
I avoid making 
decisions 
55 50.9% 16.4% 16.4% 12.7% 3.6% 1.01 .00 
 
1.24 
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I consider each 
individual as having 
different needs, 
abilities, and 
aspirations from 
others 
 
 
47 
 
 
10.6% 
 
 
19.1% 
 
 
27.7% 
 
 
31.9% 
 
 
10.6% 
 
 
2.12 
 
 
2.0 
 
 
1.17 
I get others to look at 
problems from many 
different angles 
 
45 
 
20% 
 
15.6% 
 
28.9% 
 
24.4% 
 
11.1% 
 
1.91 
 
2.0 
 
1.29 
I help others to 
develop their 
strengths 
 
57 
 
21.1% 
 
12.3% 
 
31.6% 
 
24.6% 
 
10.5% 
 
1.91 
 
2.0 
 
1.28 
I suggest new ways 
of looking at how to 
complete 
assignments 
 
53 
 
18.9% 
 
20.8% 
 
24.5% 
 
32.1% 
 
3.8% 
 
1.81 
 
2.0 
 
1.19 
I delay responding to 
urgent questions 
51 49% 21.6% 7.8% 19.6% 2% 1.03 1.0 1.24 
I emphasize the 
importance of having 
a collective sense of 
mission 
 
57 
 
5.3% 
 
5.3% 
 
15.8% 
 
50.9% 
 
22.8% 
 
2.80 
 
3.0 
 
1.02 
I express satisfaction 
when others meet 
expectations 
 
57 
 
3.5% 
 
17.5% 
 
10.5% 
 
35.1% 
 
33.3% 
 
2.77 
 
3.0 
 
1.19 
I express confidence 
that goals will be 
achieved 
 
58 
 
3.4% 
 
1.7% 
 
13.8% 
 
51.7% 
 
29.3% 
 
3.01 
 
3.0 
 
.907 
I am effective in 
meeting others' job-
related needs 
 
58 
 
6.9% 
 
13.8% 
 
12.1% 
 
50% 
 
17.2% 
 
2.57 
 
3.0 
 
1.14 
I use methods of 
leadership that are 
satisfying 
 
58 
 
8.6% 
 
13.8% 
 
24.1% 
 
36.2% 
 
17.2% 
 
2.39 
 
3.0 
 
1.18 
I get others to do 
more than they 
expected to do 
 
57 
 
12.3% 
 
21.1% 
 
28.1% 
 
33.3% 
 
5.3% 
 
1.98 
 
2.0 
 
1.12 
I am effective in 
representing my 
group to higher 
authority 
 
52 
 
5.8% 
 
15.4% 
 
19.2% 
 
40.4% 
 
19.2% 
 
2.52 
 
3.0 
 
1.14 
I work with others in 
a satisfactory way 
55 5.5% 5.5% 23.6% 34.5% 30.9% 2.80 3.0 1.11 
I heighten others' 
desire to succeed 
58 10.3% 12.1% 17.2% 39.7% 20.7% 2.48 3.0 1.24 
I am effective in 
meeting 
organizational 
requirements 
 
56 
 
3.6% 
 
16.1% 
 
8.9% 
 
51.8% 
 
19.6% 
 
2.67 
 
3.0 
 
1.08 
I increase others' 
willingness to try 
harder 
 
58 
 
15.5% 
 
10.3% 
 
24.1% 
 
37.9% 
 
12.1% 
 
2.20 
 
2.5 
 
1.25 
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N = 58 
Department B – MLQ Results 
I lead a group that is 
effective 
56 5.4% 16.1% 8.9% 44.6% 25% 2.67 3.0 1.17 
Survey 
Item 
n 1 (Not 
at all) 
2 
(Once 
in a 
while) 
3 
(Sometimes) 
4 
(fairly 
often) 
5 
(Frequently, 
if not always) 
Mean Median SD 
I provide other with 
assistance in 
exchange for their 
efforts 
 
38 
 
2.6% 
 
7.9% 
 
15.8% 
 
44.7% 
 
28.9% 
 
2.89 
 
3.0 
 
1.00 
I re-examine critical 
assumptions to 
question whether 
they are appropriate 
 
40 
 
0% 
 
5% 
 
7.5% 
 
62.5% 
 
25% 
 
3.07 
 
3.0 
 
.73 
I fail to interfere 
until problems 
become serious 
 
42 
 
50% 
 
16.7% 
 
14.3% 
 
16.7% 
 
2.4% 
 
1.04 
 
.5 
 
1.24 
I focus attention on 
irregularities, 
mistakes, exceptions, 
and deviations from 
standards 
 
 
41 
 
 
22% 
 
 
26.8% 
 
 
24.4% 
 
 
22% 
 
 
4.9% 
 
 
1.60 
 
 
2.0 
 
 
1.20 
I avoid getting 
involved when 
important issues 
arise 
 
41 
 
82.9% 
 
7.3% 
 
7.3% 
 
2.4% 
 
0% 
 
.292 
 
.00 
 
.715 
I talk about my most 
important values and 
beliefs. 
 
42 
 
0% 
 
4.8% 
 
19% 
 
47.6% 
 
28.6% 
 
3.00 
 
3.00 
 
.826 
I am absent when 
needed 
39 76.9% 20.5% 0% 2.6% 0% .282 .00 .604 
I seek differing 
perspectives when 
solving problems 
 
42 
 
2.4% 
 
7.1% 
 
11.9% 
 
40.5% 
 
38.1% 
 
3.04 
 
3.0 
 
1.01 
I talk optimistically 
about the future 
43 0% 2.3% 9.3% 37.2% 51.2% 3.37 4.0 .756 
I instill pride in 
others for being 
associated with me 
 
43 
 
0% 
 
4.7% 
 
9.3% 
 
39.5% 
 
46.5% 
 
3.27 
 
3.0 
 
.826 
I discuss in specific 
terms who is 
responsible for 
achieving 
performance targets 
 
 
40 
 
 
0% 
 
 
2.5% 
 
 
25% 
 
 
60% 
 
 
12.5% 
 
 
2.82 
 
 
3.0 
 
 
.675 
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I wait for things to 
go wrong before 
taking action 
 
41 
 
70.7% 
 
17.1% 
 
9.8% 
 
2.4% 
 
0% 
 
.44 
 
.00 
 
.776 
I talk enthusiastically 
about what needs to 
be accomplished 
 
43 
 
2.3% 
 
0% 
 
4.7% 
 
53.5% 
 
39.5% 
 
3.28 
 
3.0 
 
.766 
I specify the 
importance of having 
a strong sense of 
purpose 
 
43 
 
2.3% 
 
0% 
 
7% 
 
39.5% 
 
51.2% 
 
3.37 
 
4.0 
 
.817 
I spend time teaching 
and coaching 
40 5% 12.5% 32.5% 47.5% 2.5% 2.30 2.5 .911 
I make clear what 
one can expect to 
receive when 
performance goals 
are achieved 
 
43 
 
7% 
 
11.6% 
 
16.3% 
 
46.5% 
 
18.6% 
 
2.58 
 
3.0 
 
1.13 
I show that I am a 
firm believer in "If it 
ain't broke, don't fix 
it." 
 
39 
 
53.8% 
 
23.1% 
 
20.5% 
 
2.6% 
 
0% 
 
.717 
 
.00 
 
.887 
I go beyond self-
interest for the good 
of the group 
 
43 
 
4.7% 
 
4.7% 
 
16.3% 
 
48.8% 
 
25.6% 
 
2.86 
 
3.0 
 
1.01 
I treat others as 
individuals rather 
than just as members 
of the group 
 
43 
 
7% 
 
2.3% 
 
18.6% 
 
46.5% 
 
25.6% 
 
2.81 
 
3.0 
 
1.07 
I demonstrate that 
problems must 
become chronic 
before I take action 
 
41 
 
70.7% 
 
17.1% 
 
12.2% 
 
0% 
 
0% 
 
.414 
 
.00 
 
.706 
I act in ways that 
build others' respect 
for me 
 
43 
 
2.3% 
 
2.3% 
 
18.6% 
 
41.9% 
 
34.9% 
 
3.04 
 
3.0 
 
.924 
I concentrate my full 
attention on dealing 
with mistakes, 
complaints, and 
failures 
 
 
37 
 
 
21.6% 
 
 
16.2% 
 
 
21.6% 
 
 
29.7% 
 
 
10.8% 
 
 
1.91 
 
 
2.0 
 
 
1.34 
I consider the moral 
and ethical 
consequences of 
decisions 
 
 
41 
 
 
2.4% 
 
 
2.4% 
 
 
7.3% 
 
 
 
36.6% 
 
 
51.2% 
 
 
3.31 
 
 
4.0 
 
 
.906 
I keep track of all 
mistakes 
 
 
28 
 
21.4% 
 
17.9% 
 
10.7% 
 
39.3% 
 
10.7% 
 
2.00 
 
2.5 
 
1.38 
I display a sense of 
power and 
confidence 
43 4.7% 0% 2.3% 58.1% 34.9%  
3.18 
 
3.0 
 
.880 
I articulate a 
compelling vision of 
 
43 
 
0% 
 
2.3% 
 
7% 
 
44.2% 
 
46.5% 
 
3.34 
 
3.0 
 
.720 
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I direct my attention 
toward failures to 
meet standards 
 
40 
 
55% 
 
10% 
 
15% 
 
17.5% 
 
2.5% 
 
1.02 
 
.00 
 
1.29 
I avoid making 
decisions 
42 69% 9.5% 19% 2.4% 0% .547 .00 .889 
I consider each 
individual as having 
different needs, 
abilities, and 
aspirations from 
others 
 
 
39 
 
 
5.1% 
 
 
7.7% 
 
 
30.8% 
 
 
35.9% 
 
 
20.5% 
 
 
2.59 
 
 
3.0 
 
 
1.07 
I get others to look at 
problems from many 
different angles 
 
40 
 
5% 
 
10% 
 
25% 
 
35% 
 
25% 
 
2.65 
 
3.0 
 
1.12 
I help others to 
develop their 
strengths 
 
42 
 
2.4% 
 
9.5% 
 
26.2% 
 
31% 
 
31% 
 
2.78 
 
3.0 
 
1.07 
I suggest new ways 
of looking at how to 
complete 
assignments 
 
42 
 
4.8% 
 
11.9% 
 
26.2% 
 
38.1% 
 
19% 
 
2.54 
 
3.0 
 
1.08 
I delay responding to 
urgent questions 
41 65.9% 17.1% 14.6% 2.4% 0% .536 .00 .839 
I emphasize the 
importance of having 
a collective sense of 
mission 
 
43 
 
0% 
 
2.3% 
 
4.7% 
 
51.2% 
 
41.9% 
 
3.32 
 
3.0 
 
.680 
I express satisfaction 
when others meet 
expectations 
 
43 
 
4.7% 
 
4.7% 
 
9.3% 
 
39.5% 
 
41.9% 
 
3.09 
 
3.0 
 
1.06 
I express confidence 
that goals will be 
achieved 
 
43 
 
0% 
 
4.7% 
 
2.3% 
 
46.5% 
 
46.5% 
 
3.34 
 
3.0 
 
.752 
I am effective in 
meeting others' job-
related needs 
 
43 
 
2.3% 
 
4.7% 
 
18.6% 
 
41.9% 
 
 
32.6% 
 
2.97 
 
3.0 
 
.963 
I use methods of 
leadership that are 
satisfying 
 
43 
 
2.3% 
 
4.7% 
 
18.6% 
 
41.9% 
 
32.6% 
 
2.97 
 
3.0 
 
.963 
I get others to do 
more than they 
expected to do 
 
42 
 
4.8% 
 
4.8% 
 
28.6% 
 
40.5% 
 
21.4% 
 
2.69 
 
3.0 
 
1.02 
I am effective in 
representing my 
group to higher 
authority 
 
40 
 
10% 
 
0% 
 
12.5% 
 
27.5% 
 
50% 
 
3.07 
 
3.5 
 
1.24 
I work with others in 
a satisfactory way 
43 2.3% 4.7% 16.3% 32.6% 44.2% 3.11 3.0 1.00 
I heighten others' 
desire to succeed 
43 4.7% 0% 20.9% 32.6% 41.9% 3.07 3.0 1.03 
I am effective in 
meeting 
organizational 
 
42 
 
0% 
 
0% 
 
16.7% 
 
28.6% 
 
54.8% 
 
3.38 
 
4.0 
 
.763 
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requirements 
I increase others' 
willingness to try 
harder 
 
43 
 
2.3% 
 
2.3% 
 
23.3% 
 
32.6% 
 
39.5% 
 
3.04 
 
3.0 
 
.974 
I lead a group that is 
effective 
43 2.3% 2.3% 11.6% 32.6% 51.2% 3.28 4.0 .934 
Survey 
Item 
n 1 (Not 
at all) 
2 
(Once 
in a 
while) 
3 
(Sometimes) 
4 
(fairly 
often) 
5 
(Frequently, 
if not always) 
Mean Median SD 
I provide other with 
assistance in 
exchange for their 
efforts 
 
33 
 
9.1% 
 
6.1% 
 
27.3% 
 
30.3% 
 
27.3% 
 
2.60 
 
3.0 
 
1.22 
I re-examine critical 
assumptions to 
question whether 
they are appropriate 
 
28 
 
3.6% 
 
3.6% 
 
32.1% 
 
39.3% 
 
21.4% 
 
2.71 
 
3.0 
 
.975 
I fail to interfere 
until problems 
become serious 
 
30 
 
53.3% 
 
10% 
 
30% 
 
6.7% 
 
0% 
 
.90 
 
.00 
 
 
1.06 
I focus attention on 
irregularities, 
mistakes, exceptions, 
and deviations from 
standards 
 
 
31 
 
 
12.9% 
 
 
3.2% 
 
 
25.8% 
 
 
41.9% 
 
 
16.1% 
 
 
2.45 
 
 
3.0 
 
 
1.20 
I avoid getting 
involved when 
important issues 
arise 
 
33 
 
78.8% 
 
9.1% 
 
9.1% 
 
3.0% 
 
0% 
 
.363 
 
.00 
 
.783 
I talk about my most 
important values and 
beliefs. 
 
33 
 
0% 
 
3% 
 
18.2% 
 
30.3% 
 
48.5% 
 
3.24 
 
3.0 
 
.867 
I am absent when 
needed 
 
28 
 
71.4% 
 
14.3% 
 
14.3% 
 
0% 
 
0% 
 
.428 
 
.00 
 
.741 
I seek differing 
perspectives when 
solving problems 
 
30 
 
6.7% 
 
13.3% 
 
36.7% 
 
40% 
 
3.3% 
 
2.20 
 
2.0 
 
.961 
I talk optimistically 
about the future 
 
33 
 
0% 
 
0% 
 
9.1% 
 
24.2% 
 
66.7% 
 
3.57 
 
4.0 
 
.662 
I instill pride in 
others for being 
associated with me 
 
33 
 
9.1% 
 
0% 
 
6.1% 
 
33.3% 
 
51.5% 
 
3.18 
 
4.0 
 
1.18 
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I discuss in specific 
terms who is 
responsible for 
achieving 
performance targets 
 
 
32 
 
 
6.3% 
 
 
3.1% 
 
 
6.3% 
 
 
59.4% 
 
 
25% 
 
 
2.93 
 
 
3.0 
 
 
1.01 
I wait for things to 
go wrong before 
taking action 
 
33 
 
63.6% 
 
30.3% 
 
3% 
 
3% 
 
0% 
 
.454 
 
.00 
 
.711 
I talk enthusiastically 
about what needs to 
be accomplished 
 
33 
 
0% 
 
6.1% 
 
3% 
 
27.3% 
 
63.6% 
 
3.48 
 
4.0 
 
.833 
I specify the 
importance of having 
a strong sense of 
purpose 
 
33 
 
0% 
 
0% 
 
12.1% 
 
27.3% 
 
60.6% 
 
3.48 
 
4.0 
 
.712 
I spend time teaching 
and coaching 
 
32 
 
15.6% 
 
12.5% 
 
43.8% 
 
21.9% 
 
6.3% 
 
1.90 
 
2.0 
 
1.11 
I make clear what 
one can expect to 
receive when 
performance goals 
are achieved 
 
32 
 
9.4% 
 
9.4% 
 
15.6% 
 
43.8% 
 
21.9% 
 
2.59 
 
3.0 
 
1.21 
I show that I am a 
firm believer in "If it 
ain't broke, don't fix 
it." 
 
29 
 
75.9% 
 
17.2% 
 
3.4% 
 
3.4% 
 
0% 
 
.344 
 
.00 
 
.720 
I go beyond self-
interest for the good 
of the group 
 
32 
 
6.3% 
 
9.4% 
 
21.9% 
 
37.5% 
 
25% 
 
2.65 
 
3.0 
 
1.15 
I treat others as 
individuals rather 
than just as members 
of the group 
 
32 
 
12.5% 
 
9.4% 
 
15.6% 
 
46.9% 
 
15.6% 
 
2.43 
 
3.0 
 
1.24 
I demonstrate that 
problems must 
become chronic 
before I take action 
 
28 
 
75% 
 
14.3% 
 
10.7% 
 
0% 
 
0% 
 
.357 
 
.00 
 
.678 
I act in ways that 
build others' respect 
for me 
 
32 
 
6.3% 
 
6.3% 
 
9.4% 
 
40.6% 
 
37.5% 
 
2.96 
 
3.0 
 
1.15 
I concentrate my full 
attention on dealing 
with mistakes, 
complaints, and 
failures 
 
 
30 
 
 
13.3% 
 
 
20% 
 
 
20% 
 
 
43.3% 
 
 
3.3% 
 
 
2.03 
 
 
2.0 
 
 
1.16 
I consider the moral 
and ethical 
consequences of 
decisions 
 
32 
 
15.6% 
 
3.1% 
 
18.8% 
 
18.8% 
 
43.8% 
 
2.71 
 
3.0 
 
1.46 
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I keep track of all 
mistakes 
 
25 
 
16% 
 
 
4% 
 
20% 
 
36% 
 
24% 
 
2.48 
 
3.0 
 
1.35 
I display a sense of 
power and 
confidence 
 
33 
 
3% 
 
0% 
 
3% 
 
9.1% 
 
84.8% 
 
3.72 
 
4.0 
 
.801 
I articulate a 
compelling vision of 
the future 
 
33 
 
0% 
 
0% 
 
9.1% 
 
24.2% 
 
66.7% 
 
3.57 
 
4.0 
 
.662 
I direct my attention 
toward failures to 
meet standards 
 
30 
 
16.7% 
 
16.7% 
 
33.3% 
 
23.3% 
 
10% 
 
1.93 
 
2.0 
 
1.22 
I avoid making 
decisions 
 
32 
 
84.4% 
 
12.5% 
 
3.1% 
 
0% 
 
0% 
 
.187 
 
.00 
 
.471 
I consider each 
individual as having 
different needs, 
abilities, and 
aspirations from 
others 
 
 
30 
 
 
30% 
 
 
13.3% 
 
 
13.3% 
 
 
16.7% 
 
 
26.7% 
 
 
1.96 
 
 
2.0 
 
 
1.62 
I get others to look at 
problems from many 
different angles 
 
33 
 
15.2% 
 
15.2% 
 
21.2% 
 
33.3% 
 
15.2% 
 
2.18 
 
2.0 
 
1.31 
I help others to 
develop their 
strengths 
 
32 
 
18.8% 
 
9.4% 
 
21.9% 
 
34.4% 
 
15.6% 
 
2.18 
 
2.5 
 
1.35 
I suggest new ways 
of looking at how to 
complete 
assignments 
 
32 
 
18.8% 
 
6.3% 
 
34.4% 
 
28.1% 
 
12.5% 
 
2.09 
 
2.0 
 
1.28 
I delay responding to 
urgent questions 
29 65.5% 17.2% 10.3% 6.9% 0% .586 .00 .945 
I emphasize the 
importance of having 
a collective sense of 
mission 
 
33 
 
0% 
 
0% 
 
3% 
 
39.4% 
 
57.6% 
 
3.54 
 
4.0 
 
.564 
I express satisfaction 
when others meet 
expectations 
 
32 
 
9.4% 
 
12.5% 
 
25% 
 
28.1% 
 
25% 
 
2.46 
 
3.0 
 
1.27 
I express confidence 
that goals will be 
achieved 
 
33 
 
3% 
 
0% 
 
9.1% 
 
42.4% 
 
45.5% 
 
3.27 
 
3.0 
 
.875 
I am effective in 
meeting others' job-
related needs 
 
33 
 
9.1% 
 
12.1% 
 
15.2% 
 
42.4% 
 
21.2% 
 
2.54 
 
3.0 
 
1.22 
I use methods of 
leadership that are 
satisfying 
 
33 
 
12.1% 
 
3% 
 
27.3% 
 
36.4% 
 
21.2% 
 
2.51 
 
3.0 
 
1.22 
I get others to do 
more than they 
expected to do 
 
33 
 
18.2% 
 
3% 
 
21.2% 
 
30.3% 
 
27.3% 
 
2.45 
 
3.0 
 
1.41 
I am effective in 
representing my 
 
27 
 
3.7% 
 
7.4% 
 
11.1% 
 
22.2% 
 
55.6% 
 
3.18 
 
4.0 
 
1.14 
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group to higher 
authority 
I work with others in 
a satisfactory way 
33 9.1% 15.2% 12.1% 24.2% 39.4% 2.69 3.0 1.38 
I heighten others' 
desire to succeed 
33 15.2% 6.1% 9.1% 30.3% 39.4% 2.72 3.0 1.44 
I am effective in 
meeting 
organizational 
requirements 
 
31 
 
3.2% 
 
0% 
 
16.1% 
 
32.3% 
 
48.4% 
 
3.22 
 
3.0 
 
.956 
I increase others' 
willingness to try 
harder 
 
33 
 
9.1% 
 
9.1% 
 
12.1% 
 
27.3% 
 
42.4% 
 
2.84 
 
3.0 
 
1.32 
I lead a group that is 
effective 
32 6.3% 0% 12.5% 18.8% 62.5% 3.31 4.0 1.12 
Survey 
Item 
n 1 (Not 
at all) 
2 
(Once 
in a 
while) 
3 
(Sometimes) 
4 
(fairly 
often) 
5 
(Frequently, 
if not always) 
Mean Median SD 
I provide other with 
assistance in 
exchange for their 
efforts 
 
14 
 
9.1% 
 
21.4% 
 
35.7% 
 
14.3% 
 
0% 
 
1.35 
 
1.5 
 
1.08 
I re-examine critical 
assumptions to 
question whether 
they are appropriate 
 
 
14 
 
 
21.4% 
 
 
14.3% 
 
 
28.6% 
 
 
21.4% 
 
 
14.3% 
 
 
1.92 
 
 
2.0 
 
 
1.38 
I fail to interfere 
until problems 
become serious 
 
15 
 
40% 
 
6.7% 
 
26.7% 
 
6.7% 
 
20% 
 
1.6 
 
2.0 
 
1.59 
I focus attention on 
irregularities, 
mistakes, exceptions, 
and deviations from 
standards 
 
 
14 
 
 
7.1% 
 
 
7.1% 
 
 
14.3% 
 
 
42.9% 
 
 
28.6% 
 
 
2.78 
 
 
3.0 
 
 
1.18 
I avoid getting 
involved when 
important issues 
arise 
 
15 
 
60% 
 
6.7% 
 
13.3% 
 
6.7% 
 
13.3% 
 
1.06 
 
 
.00 
 
1.53 
I talk about my most 
important values and 
beliefs. 
 
15 
 
0% 
 
6.7% 
 
40% 
 
33.3% 
 
20% 
 
 
2.66 
 
3.0 
 
.899 
I am absent when 
needed 
15 40% 33.3% 20% 0% 6.7% 1.00 1.0 1.13 
I seek differing 
perspectives when 
solving problems 
 
15 
 
40% 
 
33.3% 
 
6.7% 
 
20% 
 
0% 
 
1.06 
 
1.0 
 
1.16 
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I talk optimistically 
about the future 
14 7.1% 0% 42.9% 28.6% 21.4% 2.57 2.5 1.09 
I instill pride in 
others for being 
associated with me 
 
15 
 
26.7% 
 
33.3% 
 
20% 
 
13.3% 
 
6.7% 
 
1.4 
 
1.0 
 
1.24 
I discuss in specific 
terms who is 
responsible for 
achieving 
performance targets 
 
 
15 
 
 
6.7% 
 
 
3.1% 
 
 
13.3% 
 
 
60% 
 
 
6.7% 
 
 
2.46 
 
 
3.0 
 
 
1.06 
I wait for things to 
go wrong before 
taking action 
 
15 
 
46.7% 
 
20% 
 
20% 
 
0% 
 
13.3% 
 
1.13 
 
1.0 
 
1.40 
I talk enthusiastically 
about what needs to 
be accomplished 
 
15 
 
6.7% 
 
13.3% 
 
26.7% 
 
53.3% 
 
0% 
 
2.26 
 
3.0 
 
.961 
I specify the 
importance of having 
a strong sense of 
purpose 
 
15 
 
13.3% 
 
13.3% 
 
26.7% 
 
46.7% 
 
0% 
 
2.06 
 
2.0 
 
1.09 
I spend time teaching 
and coaching 
 
15 
 
53.3% 
 
33.3% 
 
6.7% 
 
6.7% 
 
0% 
 
.666 
 
.00 
 
.90 
I make clear what 
one can expect to 
receive when 
performance goals 
are achieved 
 
15 
 
26.7% 
 
40% 
 
13.3% 
 
20% 
 
0% 
 
1.26 
 
1.0 
 
1.09 
I show that I am a 
firm believer in "If it 
ain't broke, don't fix 
it." 
 
 
15 
 
 
33.3% 
 
 
26.7% 
 
 
26.7% 
 
 
6.7% 
 
 
6.7% 
 
 
1.26 
 
 
1.0 
 
 
1.22 
I go beyond self-
interest for the good 
of the group 
 
15 
 
40% 
 
26.7% 
 
20% 
 
13.3% 
 
0% 
 
1.06 
 
1.0 
 
1.09 
I treat others as 
individuals rather 
than just as members 
of the group 
 
15 
 
33.3% 
 
26.7% 
 
33.3% 
 
6.7% 
 
0% 
 
1.13 
 
1.0 
 
.990 
I demonstrate that 
problems must 
become chronic 
before I take action 
 
15 
 
73.3% 
 
13.3% 
 
0% 
 
6.7% 
 
6.7% 
 
 
.600 
 
.00 
 
1.24 
I act in ways that 
build others' respect 
for me 
 
14 
 
21.4% 
 
14.3% 
 
35.7% 
 
28.6% 
 
0% 
 
1.71 
 
2.0 
 
1.13 
I concentrate my full 
attention on dealing 
with mistakes, 
complaints, and 
failures 
 
 
 
15 
 
 
 
0% 
 
 
 
26.7% 
 
 
 
20% 
 
 
 
40% 
 
 
 
13.3% 
 
 
 
2.40 
 
 
 
3.0 
 
 
 
1.05 
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I consider the moral 
and ethical 
consequences of 
decisions 
 
15 
 
20% 
 
13.3% 
 
20% 
 
33.3% 
 
13.3% 
 
2.06 
 
2.0 
 
1.38 
I keep track of all 
mistakes 
 
13 
 
0% 
 
15.4% 
 
0% 
 
46.2% 
 
38.5% 
 
3.07 
 
3.0 
 
1.03 
I display a sense of 
power and 
confidence 
 
15 
 
20% 
 
6.7% 
 
26.7% 
 
33.3% 
 
13.3% 
 
2.13 
 
2.0 
 
1.35 
I articulate a 
compelling vision of 
the future 
 
15 
 
13.3% 
 
6.7% 
 
13.3% 
 
46.7% 
 
20% 
 
2.53 
 
3.0 
 
1.30 
I direct my attention 
toward failures to 
meet standards 
 
12 
 
8.3% 
 
16.7% 
 
25% 
 
33.3% 
 
16.7% 
 
2.33 
 
2.5 
 
1.23 
I avoid making 
decisions 
15 20% 20% 26.7% 20% 13.3% 1.86 2.0 1.35 
I consider each 
individual as having 
different needs, 
abilities, and 
aspirations from 
others 
 
 
14 
 
 
35.7% 
 
 
28.6% 
 
 
14.3% 
 
 
21.4% 
 
 
0% 
 
 
1.21 
 
 
1.0 
 
 
1.18 
I get others to look at 
problems from many 
different angles 
 
15 
 
33.3% 
 
26.7% 
 
20% 
 
20% 
 
0% 
 
1.26 
 
1.0 
 
1.16 
I help others to 
develop their 
strengths 
 
15 
 
20% 
 
26.7% 
 
33.3% 
 
20% 
 
0% 
 
1.53 
 
2.0 
 
1.06 
I suggest new ways 
of looking at how to 
complete 
assignments 
 
15 
 
46.7% 
 
13.3% 
 
26.7% 
 
13.3% 
 
0% 
 
1.06 
 
1.0 
 
1.16 
I delay responding to 
urgent questions 
15 26.7% 13.3% 13.3% 33.3% 13.3% 1.93 2.0 1.48 
I emphasize the 
importance of having 
a collective sense of 
mission 
 
15 
 
13.3% 
 
0% 
 
46.7% 
 
20% 
 
20% 
 
2.33 
 
2.0 
 
1.23 
I express satisfaction 
when others meet 
expectations 
 
15 
 
20% 
 
33.3% 
 
20% 
 
26.7% 
 
0% 
 
1.53 
 
1.0 
 
1.25 
I express confidence 
that goals will be 
achieved 
 
15 
 
20% 
 
20% 
 
40% 
 
20% 
 
0% 
 
1.60 
 
2.0 
 
1.05 
I am effective in 
meeting others' job-
related needs 
 
15 
 
26.7% 
 
6.7% 
 
40% 
 
26.7% 
 
0% 
 
1.66 
 
2.0 
 
1.17 
I use methods of 
leadership that are 
satisfying 
 
 
15 
 
20% 
 
40% 
 
20% 
 
20% 
 
0% 
 
1.40 
 
1.0 
 
1.05 
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I get others to do 
more than they 
expected to do 
 
15 
 
26.7% 
 
20% 
 
33.3% 
 
20% 
 
0% 
 
1.46 
 
2.0 
 
1.12 
I am effective in 
representing my 
group to higher 
authority 
 
15 
 
20% 
 
33.3% 
 
13.3% 
 
26.7% 
 
6.7% 
 
1.66 
 
1.0 
 
1.29 
I work with others in 
a satisfactory way 
15 26.7% 13.3% 20% 40% 0% 1.73 2.0 1.28 
I heighten others' 
desire to succeed 
15 26.7% 13.3% 40% 20% 0% 1.53 2.0 1.12 
I am effective in 
meeting 
organizational 
requirements 
 
15 
 
13.3% 
 
13.3% 
 
26.7% 
 
40% 
 
6.7% 
 
2.13 
 
2.0 
 
1.18 
I increase others' 
willingness to try 
harder 
 
15 
 
20% 
 
26.7% 
 
46.7% 
 
6.7% 
 
0% 
 
1.40 
 
2.0 
 
.910 
I lead a group that is 
effective 
 
15 
 
20% 
 
33.3% 
 
13.3% 
 
26.7% 
 
6.7% 
 
1.66 
 
1.0 
 
1.29 
Survey 
Item 
n 1 (Not 
at all) 
2 
(Once 
in a 
while) 
3 
(Sometimes) 
4 
(fairly 
often) 
5 
(Frequently, 
if not always) 
Mean Median SD 
I provide other with 
assistance in 
exchange for their 
efforts 
 
17 
 
17.6% 
 
17.6% 
 
17.6% 
 
29.4% 
 
17.6% 
 
2.11 
 
2.0 
 
1.40 
I re-examine critical 
assumptions to 
question whether 
they are appropriate 
 
16 
 
25% 
 
25% 
 
25% 
 
18.8% 
 
6.3% 
 
1.56 
 
1.5 
 
1.26 
I fail to interfere 
until problems 
become serious 
 
17 
 
17.6% 
 
29.4% 
 
29.4% 
 
17.6% 
 
5.9% 
 
1.64 
 
2.0 
 
1.17 
I focus attention on 
irregularities, 
mistakes, exceptions, 
and deviations from 
standards 
 
 
17 
 
 
5.9% 
 
 
23.5% 
 
 
23.5% 
 
 
17.6% 
 
 
29.4% 
 
 
2.41 
 
 
2.0 
 
 
1.32 
I avoid getting 
involved when 
important issues 
arise 
 
17 
 
35.3% 
 
17.6% 
 
35.3% 
 
5.9% 
 
5.9% 
 
1.29 
 
1.0 
 
1.21 
I talk about my most 
important values and 
 
16 
 
6.3% 
 
25% 
 
25% 
 
43.8% 
 
0% 
 
2.06 
 
2.0 
 
.998 
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beliefs.  
I am absent when 
needed 
 
17 
 
47.1% 
 
17.6% 
 
11.8% 
 
11.8% 
 
11.8% 
 
1.23 
 
1.0 
 
1.48 
I seek differing 
perspectives when 
solving problems 
 
16 
 
43.8% 
 
6.3% 
 
25% 
 
18.8% 
 
6.3% 
 
1.37 
 
1.5 
 
1.40 
I talk optimistically 
about the future 
 
17 
 
17.6% 
 
35.3% 
 
11.8% 
 
29.4% 
 
5.9% 
 
1.70 
 
1.0 
 
1.26 
I instill pride in 
others for being 
associated with me 
 
17 
 
41.2% 
 
5.9% 
 
23.5% 
 
14.6% 
 
11.8% 
 
1.52 
 
2.0 
 
1.50 
I discuss in specific 
terms who is 
responsible for 
achieving 
performance targets 
 
 
16 
 
 
18.8% 
 
 
18.8% 
 
 
31.3% 
 
 
31.3% 
 
 
0% 
 
 
1.75 
 
 
2.0 
 
 
1.12 
I wait for things to 
go wrong before 
taking action 
 
17 
 
29.4% 
 
 
17.6% 
 
35.3% 
 
17.6% 
 
0% 
 
1.41 
 
2.0 
 
1.12 
I talk enthusiastically 
about what needs to 
be accomplished 
 
17 
 
29.4% 
 
29.4% 
 
17.6% 
 
17.6% 
 
5.9% 
 
1.41 
 
1.0 
 
1.27 
I specify the 
importance of having 
a strong sense of 
purpose 
 
17 
 
29.4% 
 
23.5% 
 
17.6% 
 
17.6% 
 
11.8% 
 
1.58 
 
1.0 
 
1.41 
I spend time teaching 
and coaching 
 
17 
 
58.8% 
 
11.8% 
 
17.6% 
 
5.9% 
 
5.9% 
 
.882 
 
.00 
 
1.26 
I make clear what 
one can expect to 
receive when 
performance goals 
are achieved 
 
 
17 
 
 
23.5% 
 
 
23.5% 
 
 
11.8% 
 
 
23.5% 
 
 
17.6% 
 
 
1.88 
 
 
2.0 
 
 
1.49 
I show that I am a 
firm believer in "If it 
ain't broke, don't fix 
it." 
 
17 
 
35.3% 
 
35.3% 
 
23.5% 
 
5.9% 
 
0% 
 
1.00 
 
1.0 
 
.935 
I go beyond self-
interest for the good 
of the group 
 
17 
 
52.9% 
 
11.8% 
 
17.6% 
 
5.9% 
 
11.8% 
 
1.11 
 
.00 
 
1.45 
I treat others as 
individuals rather 
than just as members 
of the group 
 
17 
 
23.5% 
 
29.4% 
 
5.9% 
 
23.5% 
 
17.6% 
 
1.82 
 
1.0 
 
1.51 
I demonstrate that 
problems must 
become chronic 
before I take action 
 
15 
 
26.7% 
 
40% 
 
13.3% 
 
20% 
 
0% 
 
1.26 
 
1.0 
 
1.10 
I act in ways that 
build others' respect 
for me 
 
17 
 
29.4% 
 
23.5% 
 
11.8% 
 
17.6% 
 
17.6% 
 
1.70 
 
1.0 
 
1.53 
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I concentrate my full 
attention on dealing 
with mistakes, 
complaints, and 
failures 
 
 
17 
 
 
23.5% 
 
 
35.3% 
 
 
17.6% 
 
 
11.8% 
 
 
11.8% 
 
 
1.53 
 
 
1.0 
 
 
1.32 
I consider the moral 
and ethical 
consequences of 
decisions 
 
17 
 
23.5% 
 
29.4% 
 
17.6% 
 
17.6% 
 
11.8% 
 
1.64 
 
1.0 
 
1.36 
I keep track of all 
mistakes 
 
17 
 
5.9% 
 
5.9% 
 
17.6% 
 
23.5% 
 
47.1% 
 
 
3.0 
 
3.0 
 
1.22 
I display a sense of 
power and 
confidence 
 
17 
 
17.6% 
 
11.8% 
 
11.8% 
 
23.5% 
 
35.3% 
 
2.47 
 
3.0 
 
1.54 
I articulate a 
compelling vision of 
the future 
 
15 
 
13.3% 
 
6.7% 
 
13.3% 
 
46.7% 
 
20% 
 
1.64 
 
2.0 
 
1.49 
I direct my attention 
toward failures to 
meet standards 
 
16 
 
25% 
 
 
12.5% 
 
25% 
 
12.5% 
 
25% 
 
2.0 
 
2.0 
 
1.54 
I avoid making 
decisions 
 
17 
 
47.1% 
 
29.4% 
 
11.8% 
 
5.9% 
 
5.9% 
 
.941 
 
1.0 
 
1.19 
I consider each 
individual as having 
different needs, 
abilities, and 
aspirations from 
others 
 
 
15 
 
 
40% 
 
 
26.7% 
 
 
13.3% 
 
 
6.7% 
 
 
13.3% 
 
 
1.26 
 
 
1.0 
 
 
1.43 
I get others to look at 
problems from many 
different angles 
 
16 
 
43.8% 
 
25% 
 
12.5% 
 
6.3% 
 
12.5% 
 
1.18 
 
1.0 
 
1.42 
I help others to 
develop their 
strengths 
 
17 
 
35.3% 
 
35.3% 
 
5.9% 
 
5.9% 
 
17.6% 
 
1.35 
 
1.0 
 
1.49 
I suggest new ways 
of looking at how to 
complete 
assignments 
 
17 
 
35.3% 
 
23.5% 
 
23.5% 
 
5.9% 
 
11.8% 
 
1.35 
 
1.0 
 
1.36 
I delay responding to 
urgent questions 
 
17 
 
35.3% 
 
29.4% 
 
17.6% 
 
11.8% 
 
5.9% 
 
1.23 
 
1.0 
 
1.25 
I emphasize the 
importance of having 
a collective sense of 
mission 
 
16 
 
31.3% 
 
12.5% 
 
12.5% 
 
25% 
 
18.8% 
 
1.87 
 
2.0 
 
1.58 
I express satisfaction 
when others meet 
expectations 
 
17 
 
17.6% 
 
11.8% 
 
23.5% 
 
17.6% 
 
29.4% 
 
2.29 
 
2.0 
 
1.49 
I express confidence 
that goals will be 
achieved 
 
16 
 
18.8% 
 
18.8% 
 
18.8% 
 
18.8% 
 
25% 
 
2.12 
 
2.0 
 
1.5 
I am effective in 
meeting others' job-
related needs 
 
17 
 
35.3% 
 
23.5% 
 
5.9% 
 
17.6% 
 
17.6% 
 
1.58 
 
1.0 
 
1.58 
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N = 17 
 
 
 
 
 
 
 
 
 
 
 
 
 
I use methods of 
leadership that are 
satisfying 
 
17 
 
52.9% 
 
5.9% 
 
17.6% 
 
11.8% 
 
11.8% 
 
1.23 
 
.00 
 
1.52 
I get others to do 
more than they 
expected to do 
 
17 
 
47.1% 
 
17.6% 
 
11.8% 
 
11.8% 
 
11.8% 
 
1.23 
 
1.0 
 
1.48 
I am effective in 
representing my 
group to higher 
authority 
 
17 
 
41.2% 
 
17.6% 
 
5.9% 
 
17.6% 
 
17.6% 
 
1.53 
 
1.0 
 
1.62 
I work with others in 
a satisfactory way 
 
17 
 
41.2% 
 
11.8% 
 
5.9% 
 
11.8% 
 
29.4% 
 
1.76 
 
1.0 
 
1.78 
I heighten others' 
desire to succeed 
 
17 
 
47.1% 
 
11.8% 
 
11.8% 
 
11.8% 
 
17.6% 
 
1.41 
 
1.0 
 
1.62 
I am effective in 
meeting 
organizational 
requirements 
 
17 
 
23.5% 
 
23.5% 
 
5.9% 
 
17.6% 
 
29.4% 
 
2.05 
 
2.0 
 
1.63 
I increase others' 
willingness to try 
harder 
 
17 
 
47.1% 
 
5.9% 
 
5.9% 
 
23.5% 
 
17.6% 
 
1.58 
 
1.0 
 
1.69 
I lead a group that is 
effective 
17 41.2% 11.8% 11.8% 5.9% 29.4%  
1.70 
 
1.0 
 
1.76 
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Appendix B: Solicitation Letter of Participation for Chiefs 
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Dear Chief, 
My name is John Decker and I am a Police Lieutenant with the Jackson Township Police 
Department.  In addition, I am a doctoral candidate at Seton Hall University in the College of 
Education & Human Services.  I am preparing my dissertation on “Transformational leadership 
practices and its impact on police officers’ job satisfaction and organizational commitment.”  
The dissertation is focused on the impact of leadership behavior displayed by police chiefs and 
how they affect their subordinates job satisfaction and organizational commitment within their 
respective agency. 
 The purpose of this letter is to request to invite you to participate in this study which 
seeks to contribute to the growing body of knowledge in law enforcement leadership.   
As this study is of a quantitative design, the data will be gathered through three short 
surveys.  The survey instruments used will be the Multifactor Leadership Questionnaire (MLQ-
5X-Short), the Organizational Commitment Questionnaire (OCQ) and the Minnesota Job 
Satisfaction Questionnaire (MSQ).  All surveys have been deemed valid and reliable based on 
previous research studies.  Timeframe for completion is approximately 20 - 25 minutes.  A brief 
description of each survey is as follows: 
1. Multifactor Leadership Questionnaire (MLQ-5X-Short) - This instrument was developed 
by Bass (1985) and colleagues to measure transformational and transactional leadership 
behaviors. 
2. Organizational Commitment Questionnaire (OCQ) – This instrument was developed by 
Mowday, Porter and Steers (1979) to measure the relative strength of individual’s 
commitment to their work organizations. 
3. Minnesota Job Satisfaction Questionnaire (MSQ) – This instrument was developed at the 
University of Minnesota to measure individual satisfaction with various aspects of their 
work and work environment.   
You and your officers’ participation and responses will remain anonymous and will not 
be directly shared with anyone outside myself and my dissertation committee.  Approval for this 
study has also been sought through the Institutional Review Board (IRB) at Seton Hall 
University, where I am a student and serve as an Adjunct Professor in the Police Graduate 
Studies Program.  The Informed Consent Letter is also attached, explaining the research, 
parameters of the study and a demographic questionnaire for review. 
I am calling on you to allow your staff to voluntarily share their experiences within the 
law enforcement profession to participate in this study by completing the demographic 
questionnaire along with the MLQ-5X-short, OSQ, and MSQ surveys.  These surveys would be 
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distributed electronically to your staff via email through your office.  I would like to thank each 
of you in advance for your consideration. 
All data collection results will be stored on a USB memory key that will be secured on a 
password-protected USB memory device in a locked safe at the researcher’s home.  The 
information will be safely stored in this locked safe which is secured in this researcher’s 
residence for a minimum of three years.  When no longer necessary for research all reports and 
demographic questionnaire information will then be destroyed. 
If you have any questions, please contact me at 732-618-2229, or by email at 
john.decker@shu.edu or jpd0216@optimum.net.  You may also contact my Dissertation Mentor 
and Academic Advisor, Dr. Daniel Gutmore, at his office at Seton Hall University at 973-275-
2853, or daniel.gutmore@shu.edu.  Further questions or concerns about your rights as a human 
subject can be directed to the Institutional Review Board at Seton Hall University at 973-313-
6314, or by mail c/o Mary F. Ruzicka, Ph.D., Officer of the IRB, Presidents Hall, Seton Hall 
University, South Orange, NJ 07079. 
John P. Decker, Ed.S. 
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Dear Potential Participant, 
My name is John Decker and I am a Police Lieutenant with the Jackson Township Police 
Department.  In addition, I am a doctoral candidate at Seton Hall University.  I am preparing my 
dissertation on “The value added by transformational leadership practices to police officers’ job 
satisfaction and organizational commitment.”  The dissertation is focused on the impact of 
leadership behavior displayed by police chiefs and how they affect their subordinates job 
satisfaction and organizational commitment within their respective agency. 
The purpose of this letter is to request to invite you to participate in this study which seeks to 
contribute to the growing body of knowledge in law enforcement leadership.   
The sample population for this study will be the sworn personnel and chiefs’ of participating law 
enforcement agencies.  As this study is of a quantitative design, the data will be gathered through 
three short surveys.  The survey instruments used will be the following: 
1. Multifactor Leadership Questionnaire (MLQ-5X-Short) - This instrument was developed 
by Bass (1985) and colleagues to measure transformational and transactional leadership 
behaviors. 
2. Organizational Commitment Questionnaire (OCQ) – This instrument was developed by 
Mowday, Porter and Steers (1979) to measure the relative strength of individual’s 
commitment to their work organizations. 
3. Minnesota Job Satisfaction Questionnaire (MSQ) – This instrument was developed at the 
University of Minnesota to measure individual satisfaction with various aspects of their 
work and work environment.   
All surveys have been deemed valid and reliable based on previous research studies.  Timeframe 
for completion of these survey instruments is approximately 20 - 25 minutes.  
Permission to conduct this study within your agency was given by your Chief of Police.  This 
permission does not imply any requirement or expectation that you participate in the study.  You 
as a participant and your responses will remain anonymous and will not be directly shared with 
your Chief nor will your agency be specifically named in the study.  The Informed Consent 
Letter is also attached, explaining the research, parameters of the study and a demographic 
questionnaire for review. 
I am calling on you to voluntarily share your experiences within the law enforcement profession 
to participate in this study by completing the demographic questionnaire along with the MLQ-
5X-short, OSQ, and MSQ surveys in the PowerDMS system.  I would like to thank each of you 
in advance for your consideration. 
All data collection results will be stored on a USB memory key that will be secured on a 
password-protected USB memory device in a locked safe at the researcher’s home.  The 
information will be safely stored in this locked safe which is secured in this researcher’s 
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residence for a minimum of three years, with access only to this researcher.  When no longer 
necessary for research all reports and demographic questionnaire information will then be 
destroyed. 
If you have any questions, please contact this researcher at 732-618-2229, or by email at 
john.decker@shu.edu.  You may also contact my Dissertation Mentor and Academic Advisor, 
Dr. Daniel Gutmore, at his office at Seton Hall University at 973-275-2853, or 
daniel.gutmore@shu.edu.   
Further questions or concerns about your rights as a human subject can be directed to the 
Institutional Review Board at Seton Hall University at 973-313-6314, or by mail c/o Mary F. 
Ruzicka, Ph.D., Officer of the IRB, Presidents Hall, Seton Hall University, South Orange, NJ 
07079. 
John P. Decker, Ed.S.   
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Appendix D: IRB Approval Letter 
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Appendix E: Approval from Mindgarden Inc. 
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